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ABSTRACT
Black women are underrepresented in leadership positions within organizations. The
extent to which self-efficacy influences the advancement potential of Black females is unknown.
The purpose of this study was to examine the self-efficacy beliefs of black women in leadership
positions and to determine how Black women leaders’ careers are influenced by their selfefficacy beliefs. Participants for the study were determined using convenient random sampling.
The objectives of this study were to determine the profile and level of self-efficacy, and
leadership practices of participants based on tenure (length of time in a leadership position), age
comparison and work experience (total number of years in a leadership position). The results of
the study indicated that Black women in leadership positions at Fortune 500 companies are
highly efficacious. They are able to overcome challenges and obstacles encountered in their work
environments despite barriers that persist to keep them from advancing into higher levels of
leadership. Black women are still plagued by cultural norms that warrant organizational change
because they perpetuate stereotypes and ill-formed perceptions. Implications were determined to
be new human resource development insights regarding how self-efficacy beliefs relate to the
career and leadership advancement and success of black women as it has for other individuals.
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Chapter I
INTRODUCTION
As a child many people were likely asked this question, “what do you want to be when
you grow up?” Likely responses were a fireman, a lawyer, a doctor, a teacher but those responses
were based on the exposure that the individual received at that time. Children who had parents
that were architects or investment bankers or whose parents owned their own business
establishments may have had a different response because they had a different level of exposure
to various career options versus the norm. The exposure, coupled with environmental factors,
helped to influence what an individual believed she could do as a career in her lifetime. Other
factors, such as race and gender may have also influenced her career choice.
The career history of the Black women highlights the constraints and limitations of their
career opportunities. When society allowed women and Blacks an opportunity to enter the labor
force, the choices made by Black women were traditional (Seales, 1987). Their options were
limited to teachers, nurses, or social workers. Upon their success, they supported the educational
pursuits of others toward similar career paths. It was not until the mid-1980’s that Black women
began to pursue opportunities into more male dominated fields such as law and medicine (Jones,
1985; Seales, 1987).
In the 1980’s, Black women held approximately three percent of management positions
in public and private sectors (Brown, 1982). Jobs or positions that required specific skills were
often relegated to their white counterparts as Black women had been denied preparation for these
professional positions. Professional standards, training, and licensing requirements were not
offered to Black women (Beale, 1970) thus their opportunities were limited to work as
laundresses, maids or nursemaids, seamstresses, and cooks (Wertheimer, 1977; Malveaux, 1983).
Victims of dualism or double jeopardy, Black women received the lowest rate of pay for the least
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desirable jobs with no opportunity for advancement (Seales, 1987). Today, Black women are still
caught in the double jeopardy phenomenon despite preparation, credentials and experience.
Less than 16 percent of top corporate officers are female and only 3.2 percent of board
seats held in Fortune 500 companies are held by women of color (Catalyst, 2008; Byrnes &
Crockett, 2009). Why? Images or stereotypes are believed to have an effect on the professional
goals, work relationships, and experiences of Black women in the workplace (Reynolds-Dobbs,
Thomas, & Harrison, From mammy to superwoman: Images that hinder black women's career
development, 2008). These images serve as barriers to an already limited advancement
opportunity structure. In an environment where networks, role models, and mentors are
historically part of the foundation that can lead to advancement opportunities (Reynolds-Dobbs,
Thomas, & Harrison, From mammy to superwoman: Images that hinder black women's career
development, 2008), Black women have little to no access or visibility to this foundation.
Furthermore, stereotypes and negative self-efficacy beliefs, as it relates to leadership behavior,
may be additional barriers that hamper advancement opportunities for Black women especially
when those behaviors are characteristic of white males who have dominated leadership positions
in the workplace (Reynolds-Dobbs, Thomas, & Harrison, From mammy to superwoman: Images
that hinder black women's career development, 2008).
Manager and Leader Behavioral Differences
Management behaviors are grounded in principles of performance and expectations.
Dictator, tyrant, and controlling are a few of the words that describe the way managers
historically ran their teams. Cold and commanding styles were used to influence the work
behavior of those who reported to the manager (Cascio & Aguinis, 2005). This management
style typically induced behavior based on fear and obligation.
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According to Manz (1986), intrinsic values were not a behavioral consideration factor for
managers; rather, individuals completed a specific task or assignment because of fear or
obligation. Kouzes and Posner (1995) agreed and surmised that managers who had
environmental factors as the primary source of motivation were powerless and often used “petty
and dictatorial styles” (p. 181) as the primary management style and method. As a result, selfmanagement strategies were introduced to target behavioral changes needed by workplace
managers (Manz, 1986). The limitation of self-management strategies, as argued by Manz
(1986), is that these strategies were externally defined and personally undesired because of
external control (Pfeffer, 1994; Kouzes & Posner, 1995). Rather than continue focusing on ways
to improve employee behaviors to meet standards (Manz, 1986), a model was introduced to
focus on development of the individual through “personal meaningfulness and ownership of the
individual’s governing standards” (p. 589). This model is referred to as self-leadership. Selfleadership is important because it helps to explain the paradigm shift that occurs from
management to leadership in individuals. This leads to an understanding of how internal
behaviors became paramount in the leader today.
Self-leadership deviates from traditional management philosophy, adding the element of
understanding oneself and working toward a personal goal. There are three elements that aid in
understanding the concept of self-leadership more fully: self-influence standards, intrinsic
motivation factors, and self-leadership practice strategies (Manz, 1986; Neck & Houghton,
2006). Self-influence standards require higher order thinking and assessment of management
tasks required to be performed (Manz, 1986; Neck & Houghton, 2006). Self-leadership focuses
on the intrinsic value versus self-management which focuses on “a set of behavioral and
cognitive strategies that reflect a rational view of what people ought to be doing” (Manz, 1986,
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p. 590). The reward(s) received from self-management behavior is often externally rather than
internally motivated.
Self-regulation rewards for managers or leaders are internally motivated. Intrinsic
motivation factors within the self-leadership theory proposed by Manz (1986) consist of
cognitive evaluation theory, self-efficacy, and purpose. Managers or leaders with determination
are driven primarily by internal belief patterns that have been influenced by the work
environment (Manz, 1986; Kouzes & Posner, 1995). The individual’s belief and competence
lead to increased motivation as rewards received from effort are embedded in the thought process
of the manager or leader and not expected from outside of herself.
Belief patterns about one’s ability to do a job or task is known as self-efficacy (Bandura,
1977). Within the context of self-leadership, self-efficacy perception supports the intrinsic
motivational patterns of individual performance. More specifically, individual performance is
expected to be higher for those who have strong self-efficacy beliefs (Manz, 1986; Kouzes &
Posner, 1995; Karl, Leary-Kelly & Martocchio, 1993). Enhanced self-efficacy of the individual
can also be fueled by a greater sense of purpose in the work being performed if the individual
knows that the vision of the organization extends beyond the organization to the greater society.
When there is not a greater vision, then the self-leadership model is ineffective and individuals
revert to the self-management behaviors which can limit the overall success of the organization
(Manz, 1986).
Today, managers function as leaders. “Managers…”, as defined by (Cascio & Aguinis,
2005, p. 8), “…need to be able to explain and communicate how their organizations create
value.” Leaders are expected to help bring out the best in their people resources and required to
have mature and established interpersonal skills (Cascio & Aguinis, 2005). In an environment
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where work is achieved by the team, role clarity has become ambiguous. Workers act more like
managers and managers more like workers (Cascio & Aguinis, 2005). This shift in manager
behavior has created less a reliance on paternalistic patterns of behavior and more self-reliance
by the individual in the role. As a result, management shifts have forced leadership shifts.
As organizations transition from behavioral management methods to implement change,
gaps become apparent in the talent development strategies for succession planning. Individual
managers or leaders are adapting their career and development strategies and choosing work
environments that allow them to build intrinsic, purposeful values into their daily tasks and
routines (Manz, 1986). So what impact does this shift from self-management to self-leadership
have on women in the workplace? More specifically, what is the career self-efficacy of Black
women leaders who have stereotypes that suggest that their dominant management style is rude,
rebellious, distrusting, assertive, or aggressive (Reynolds-Dobbs, Thomas, & Harrison, 2008)?
The Impact of Change and Purse Power
In 2009, America embraced its first Black President. That same year, the first Black
Attorney General was appointed, and Ursula Burns became the first Black woman chief
executive officer (CEO) of a Fortune 500 company. Decades earlier the thought of a Black
President, Attorney General, or female CEO were unimaginable (Robinson, 2010). Times have
changed or have they?
The office of the Presidency, attorney general, and CEO are considered leadership roles
for the specific organizations noted. In corporate America the CEO, is one of the highest levels
of achievement. The fact that a Black woman has ascended to the level of CEO in a Fortune 500
company is admirable. Yet, questions regarding the level of effort, self-efficacy and/or
confidence she possessed to achieve this position are of interest. Womenomics (Shipman & Kay,
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2009), or power of women, the self-efficacy construct, and career self-efficacy of Black women,
is an important phenomenon that has not been studied extensively.
Change is an inevitable factor that is affecting America’s workforce today. By definition,
change requires a different direction, shift or transformation (Change, 2010). Popular opinion
suggests that the American economy has been motivated to make extensive changes due to the
Great Recession of 2008. Despite this point of view, Shipman & Kay (2009) suggest that women
have increased in purchase power which should translate into more women making decisions
regarding products and services that are offered to women; thus more women leaders should be
needed in the workplace. Shipman & Kay (2009) argue that an increase in power is resultant in
greater confidence and control for women when in the workplace. As Black women are
promoted to expanded leadership roles, they too must have greater confidence.
Historically, women have not had access to opportunity or power to institute change in
the workplace environment. Women had to conform to the norms of the workplace environment
after they were allowed the opportunity to enter the workforce in nontraditional roles (Shipman
& Kay, 2009). The norms of the workplace environment were based on male dominated
experiences and roles. Legislation, such as the thirteenth and fourteenth amendments, the Civil
Rights Act of 1866 and 1871 and the Equal Pay Act of 1963, were enacted to help women gain
entry, equitable treatment, and equal pay to support the shift in the workforce labor (Cascio &
Aguinis, 2005). However, women are still not receiving equal pay, and Black women have had
less benefit from legislation than white women (Robinson, 2010).
Workforce Entry and Opportunity
Political issues have constantly impacted the rights of women, specifically affirmative
action (AA) and equal employment opportunity (EEO). Despite the continued debate regarding
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these two issues, women have continued to compete for positions at all levels within the
organization including the executive level (Johnston & Teicher, 2010).
According to Nauta, Epperson and Kahn (1998), “women are dramatically
underrepresented in upper level or management positions” (p. 483). Those who are able to reach
these levels are believed to assimilate into the workplace culture established by men (Thomas,
1990). The question could be asked if this assimilation created uncertainty within them to
manage or lead. As the workplace environment has shifted to require more self-reliance, women
are in position to help carry self-reliant behavior forward provided that they have the mature and
established set of interpersonal skills required to lead (Cascio & Aguinis, 2005). If a woman
lacks the interpersonal skills necessary, it may further perpetuate the assimilative culture in the
workplace, inequitable treatment, and other barriers.
Smithey & Lewis (1998) argue that training, or lack thereof, is one the barriers that
causes a gap in pay and opportunity for advancement for women. One impediment to women’s
management careers is the perceived differences in interpersonal skills of women versus men
(Smithey & Lewis, Gender, race and training in the federal civil service, 1998). Thus, if the
transformative nature of leadership opportunities is requiring self-reliance and a sense of welldeveloped interpersonal skills, and individuals assume or perceive that women do not possess
these skills prior to obtaining a position, women are at a disadvantage. According to Smithey &
Lewis (1998), supervisors are predisposed to a belief system that women are unable to manage
uncertainty and risk. Training can assist with development of those skills but opportunity has to
be made available for this type of training.
Executive leadership training programs are designed to prepare high potential leaders to
acquire the interpersonal skills necessary for advancement. Participation in such programs, as
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explained by Smithey & Lewis (1998), is low for women and minorities; further widening the
gap to leadership roles. Of particular interest for this study, is the question of whether or not
Black women believe that they possess the “well developed” interpersonal skills that may be
required to lead as described by Cascio & Aguinis (2005, p.9).
Issues or concerns for establishing programs specific to a particular ethnic group might
be derived from the connotation that exists with legislation known as affirmative action (AA).
AA was thought to require companies to hire or promote members of the various AA classes
based on quota. The negative connotation persists because opponents of the legislation continue
to suggest that AA is against the principles of merit (Sinclair, 2000). AA legislation does not
require companies to hire or promote to maintain a quota nor go against merit based principles
for promotions. According to Executive order 11246, CFR 60-2.12(e), 60-2.30 and 60-2.15,
quotas and preferential hiring and promotions were prohibited. For women and unrepresented
minorities, affirmative actions were taken to ensure that workplace entry opportunities became
available. In 1987, the phrase Diversity Management was introduced and early advocates
“…argued that women and minorities no longer needed a boarding pass, they needed an
upgrade” (Johnston & Teicher, 2010, p. 40). Since women and minorities had now gained entry,
they needed to develop ways to advance their careers (Banks, 2006a). This perspective indicated
a change for women and minorities of not only entrance into an organization but also of
advancement opportunities, specifically middle management and leadership positions (Johnston
& Teicher, 2010).
Thomas (1990), an advocate for Diversity Management, supported the notion and
suggested that integration, not assimilation, of women and minorities into the workplace was the
goal. In other words, the idea of AA and EEO were not only presented as detractors from merit
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based performance opportunities but also were used to force assimilation into the existing
workplace structure dominated by white males at that time. Thomas (1990) argued that
companies that did not have diversity at every level needed to apply the concepts of AA to help
them develop and ensure a diverse workforce as applicable. Despite the fact that AA and EEO
was designed to help women and minorities gain opportunity, other barriers persisted, such as
unequal pay and discrimination.
Overview of Legislative Policies Related to Employment of Women
The Equal Pay Act was enacted in 1963 as an amendment to the Fair Labor Standards
Act (FLSA) of 1938. This amendment “prohibited sex discrimination in the payment of wages”
(as cited in Cascio & Aguinis, 2005, p. 22). More specifically, the Equal Pay Act of 1963 states:
(d) (1) No employer having employees subject to any provisions of this section
shall discriminate, within any establishment in which such employees are
employed, between employees on the basis of sex by paying wages to employees
in such establishment at a rate less than the rate at which he pays wages to
employees of the opposite sex in such establishment for equal work on jobs the
performance of which requires equal skill, effort, and responsibility, and which
are performed under similar working conditions (U.S. Department of Labor,
2011).
As it relates to an occupation being dominated by a specific gender group, the
Comparable Worth clause applies. This clause allows for jobs to be labeled as gender specific
jobs despite the enactment of the Equal Pay Act. This becomes important to understand as a
framework for where women are in terms of status and power in today’s workforce. Despite the
enactment of these laws, women tend to receive lower rates of pay for jobs that are comparable
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to their male counterparts. The signing of the Lilly Ledbetter Fair Pay Act to require and
accelerate equal pay for women in January 2009 by President Barak Obama (as cited in Gutman,
Koppes, & Vodanovich, 2011) solidifies the claim that women are still facing disparate
treatement with regard to pay.
Equitable Treatment
The Civil Rights Act of 1964 brought further advancement opportunity for women in the
workplace. The Civil Rights Act of 1964 made discriminatory employment practices illegal (as
cited in Cascio & Aguinis, 2005). Discriminatory employment practices included acts of refusal
to hire or discharge an individual on the basis of race, color, religion, sex or national origin.
These practices also included discrimination with regard to compensation, terms, conditions or
privileges of employment (Cascio & Aguinis, 2005).
The Pregnancy Discrimination Act (PDA) of 1978 was also enacted to protect the rights
of women in employment situations. Due to the wear and tear on a woman’s physical body
following childbirth, it was necessary for women to be given time to recover. The nuances
described are specific to women and were enacted to minimize the adverse impact that women
were experiencing in workplace environments with regard to entry, barriers to entry, and barriers
to re-entry.
As evidenced in the progressive laws and the subsequent power that womenomics
implies, change is a key factor that impacts the lives of women. Specifically, change has led to
improvements for women in the workforce with regard to equitable treatment, equal pay, and
nondiscriminatory acts. Through these improvements women have gained power and confidence
(Shipman & Kay, 2009) in their careers. However, there are many areas for further growth and
change as it relates to how women’s roles have changed or will change as managers or leaders in
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the workforce. One goal of this study is to determine how Black women are growing and
changing as managers and leaders in Fortune 500 companies.
Theoretical Framework
The theoretical framework for this study centers upon self-efficacy theory and its
relationship to Social Cognitive Career Theory (SCCT). Self-efficacy theory is embedded
throughout career development literature though its roots are in behavioral change and cognitive
literature. SCCT is a theoretical construct that “highlights relatively dynamic and situationspecific features of the self-system” (Lent, Brown, & Hackett, Social cognitive career theory,
2002, p. 260). In other words, SCCT provides a framework that can be used to explain the
complexities or affects that person, environment, and behavioral factors can have on the
interests, choices, or performances of individuals in their career development process. The
combined effect of the personal, environmental, and behavioral components is part of a triadic
system that was first introduced in Bandura’s (1977) social cognitive theory (Lent, Brown, &
Hackett, 2002).
Bandura (1977) outlined a theoretical framework for which self-efficacy was the central
theme. The focus of the framework was to allow for behavioral change analysis regarding fear
and avoidance. The modes of operation introduced were outcome expectancy and efficacy
expectations. Efficacy expectations was defined as “the conviction that one can successfully
execute the behavior required to produce outcomes” (Bandura, 1977, p. 193). Efficacy
expectations, given certain parameters, were also proposed to impact the choice, level of effort,
and time investment of individuals within various situations (Bandura, 1977). With regard to this
study, how self-efficacy is determined by individual Black women on the job is essential.
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Levels of self-efficacy are judged and determined through four major sources of
information: performance accomplishments, vicarious experience, verbal persuasion, and
physiological states (Bandura, 1977). The sources of information or types of learning
experiences identified have been adapted over time by Bandura (1977) as research has
progressed. Today, sources of information, or types of learning experiences, are said to influence
the acquisition or modification of self-efficacy beliefs. Achievement or attainment of goals or
performance measures is considered the most potent source of self-efficacy (Lent, Brown &
Hackett, 2002). The self-efficacy construct is referenced in math literature, child education,
health, and other genres and as a result has evolved in definition and use (Cramer, 1999).
Bandura (1986) defined self-efficacy as an individual’s belief about their ability “to
organize and execute courses of action required to attain designated types of performances” (p.
391). In other words, self-efficacy relies on an internal measure of an individual to complete an
assignment or task to reach a desired or stated goal. Self-efficacy is also referred to as confidence
(Paulsen & Betz, 2004). Van Der Roest, Kleiner, and Kleiner (2011) agree with the latter
definition and surmise that “an individual’s level of workplace confidence is more affected by
internal, biological processes” (p. 26). Self-efficacy is also said to involve “a dynamic set of self
beliefs that are specific to a set of performance domains and that interact complexly with other
person, behavior and environmental factors” (Lent, Brown, & Hackett, Social cognitive career
theory, 2002). Figure 1 outlines the Lent, Brown and Hackett’s model of social cognitive
influences on career choice behavior.
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Figure 1: Model of Social Cognitive Influence

Cascio (1998) uses self-efficacy theory in his model for training. Self-efficacy, in this
instance, says that an individual is motivated by a personal belief in her ability to master content
specific to a training environment. High self-efficacy indicates that the individual personally
believes that they can master the content well; while low self-efficacy indicates the opposite
belief.
Hackett and Betz were some of the first researchers to apply the self-efficacy construct to
women’s career development (Lent, Brown & Hackett, 2002). Their application may also offer
insights into the self-efficacy beliefs and the career development of Black women. Lent, Brown
and Hackett (2002) offer additional insight into implications of self-efficacy beliefs for women
in the workplace through the lens of the SCCT.
Lent, Brown, and Hackett (2002) deduced that self-efficacy beliefs are an indicator of
career pursuits for women. Specifically the environmental factors may influence self-efficacy
belief patterns. Some factors that are external to the individual include “cultural constraints, pay
inequity, and truncated network opportunities” (Lent, Brown & Hackett, 2002, p. 283). These
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factors are systemic in nature and require a more comprehensive approach through
organizational change versus change in the individual.
Lent, Brown and Hackett’s (2002) meta analysis described research efforts that have used
the SCCT model to address the needs of various populations which include applications to Black
women. The SCCT model serves as the theoretical framework for this study.
Statement of the Problem
Black women are underrepresented in leadership positions within organizations. The
extent to which self-efficacy influences the career advancement potential to leadership positions
of Black females is unknown.
Purpose of the Study
The purpose of this study was to examine the career and leadership self-efficacy beliefs
of Black women in leadership positions. The following research questions were used to guide
this study:
1. What is the profile of Black women in Fortune 500 companies?
2. What is the self-efficacy of Black women who are currently in leadership positions in
Fortune 500 companies?
3. What is the leadership self-efficacy of Black women who are currently in leadership
positions in Fortune 500 companies?
4. Is there a statistically significant difference in the interpersonal skills of Black women
leaders in Fortune 500 companies as measured by emotional intelligence based on
age, tenure or experience?
5. Are interpersonal skills in emotional intelligence related to interpersonal skills as
measured in the leadership practices inventory?

15
Significance of the Study
As Black women seek to advance to leadership positions within Fortune 500 companies,
an understanding of how self-efficacy impacts their career success is needed. Elsass and Graves
(1997) agree with this notion, stating that “researchers should explore how personal
characteristics, such as self-efficacy, perceptions of inequity, or functional expertise, influence
the experiences of women and people of color” (p. 968). Determining the personal
characteristics, specifically self-efficacy, of current Black women in leadership positions may be
used by career counselors, human resource development professionals, career coaches, and
organizations to help not only Black women but also women in general. Further, it will help to
ensure that organizations are able to leverage diversity in their organization which strengthens
their overall competitive advantage.
One central organizing principle of an organization is to “leverage diversity” (USPS,
1997, as cited in Kick, Fraser, & Davis, 2006, p. 142). Stata (1989) supports this idea of
leveraging diversity as a means by which sustainable competitive advantage can be maintained.
The 1997 USPS strategic plan describes the rapidly changing demographics, attitudes and
economics of an increasingly competitive and diverse business environment (Kick, Fraser, &
Davis, 2006) which aids in the sustainability of knowledge intensive industries. One way to
ensure this sustainable competitive advantage is to ensure “representation of all groups at all
levels within the [an] organization” (Kick, Fraser, & Davis, 2006, p. 142) exists.
Basic Assumption of the Study
A basic assumption of this study is that participants of the study are professionals who
understand the concept of self-efficacy as it relates to their leadership position and individual
experience.
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Delimitations for the study
The response group of Black women participants for this study are highly educated
compared to the traditional Black woman who is not as highly educated. All of these participants
will have some level of four year college or university education.
Limitations for the Study
This study relies on participant transparency and honesty in their responses. It also relies
on participant memory recall which could limit the accuracy of information received. The study
is also limited to Black females who are members of historically Black sororities. Typically
Black women join public service sororities in college and they continue to affiliate with the
graduate/alumnae chapter of their respective sorority for career development and community
service purposes. Therefore, it is potentially easier to gain access to professional Black women
through their sororities.
Definition of Terms
Career behavior – one’s attributes about and understanding of the organization in which one
works (Gray & Herr, 1998, p. 112).
Career Decision-making self-efficacy – originally defined by Taylor and Betz in 1983 as the
individual’s belief that he or she can successfully complete tasks necessary to making career
decisions (as cited in Paulsen & Betz, 2004)
Career Self-efficacy – an individual’s belief in his or her ability to do a job
Change - change requires a different direction, shift or transformation (Change, 2010).
Confidence – there are several meanings for the word confidence as outlined in the dictionary.
The definition most relevant for this research is as follows: a feeling or consciousness of one's
powers or of reliance on one's circumstances (Confidence, 2011).
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Interpersonal skills – the ability of an individual to relate to another individual in a manner that
transcends demographic or personal characteristics such as culture or ethnicity. Interpersonal
skills include the ability to relate with others through written, verbal or face to face
communication, recognizing emotions of others, encouraging others by example or empathizing
with individual experience or perspective. Possession of the ability to influence others would
also be included in this definition for this study.
Management position - a position in an organization where responsibilities include planning,
directing or coordinating work activities and resources. This definition is derived from a review
of several management occupations classifications from the 2010 SOC Definitions guide. No one
definition encompassed a management position but all of them embodied the elements outlined
in the definition derived (Standard Occupational Classification Policy Committee [SOCPC],
2010)
Leadership position – a position in which the job holder is directly supervising an individual or
group of individuals or has authority and responsibility for a particular business unit or area of
business. Individuals being supervised may be internal or external (i.e. consultants or vendors) to
the organizational entity. (adapted from Bell & Nkomo, 2001, p. 267 management positions
definition)
Leadership self-efficacy – Paglis and Green (2002) define leadership self-efficacy as “a person’s
belief that he or she can exercise leadership successfully and set a direction for teamwork and
build relations with followers to gain their commitment to changing the goals” (p. 216). For this
study, the definition is simplified to mean an individual’s belief in his or her ability to lead or
provide direction, build relationships through effective interpersonal skills and achieve goals.
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Self-efficacy – Paulsen and Betz (2004) referred to self-efficacy as confidence. Van Der Roest,
Kleiner and Kleiner (2011) agree with this definition and surmise that self-efficacy is “an
individual’s level of workplace confidence…affected by internal, biological processes” (p. 26).
For this study, the self-efficacy definition is the individual’s belief about his or her ability to do a
job or complete a task as influenced by internal and external constraints.
Womenomics – defined by (Shipman & Kay, 2009) as outlined below:
1. Power. 2. A movement that will get you [women] the work life you [women]
really want. 3. The powerful collision of two simple realities: a majority of
women are

demanding new rules of engagement at the very moment we

[women] have become the hot commodity in today’s workplace (p. xviii).
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Chapter II
REVIEW OF THE LITERATURE
This study will focus on the career self-efficacy beliefs of Black women in leadership
positions. Several theories and models were analyzed for reference in this study. These theories
and models focus on the history or evolution of career development, self-efficacy, and SCCT as
it applies to women in general. More specifically, the theories and models introduced converge
and serve as a foundation for understanding the research that exists on the career development
and self-efficacy of Black women in Fortune 500 companies. Table 1 summarizes the literature
review topics that address each of the research questions.
Table 1
Summary of Research Questions Addressed by Literature Review
Research
Question
1

2

3

4
5

Literature Review Topics
Career Development, Super’s Developmental/Self-Concept/Trait Theory,
Holland’s Theory, Trait and Factor Theory, Self-efficacy Theory and Its
Influence on Career Development, Social Cognitive Career Theory,
Women in the Workplace, Career Choice Factors, Career Choice and
Family
Self-efficacy Theory and Its Influence on Career Development, Women
in the Workplace, Career Choice Factors, Career Choice and Family,
Identity and Socialization, Gender Stereotypes, Gaps and Inequities
Leadership, Training and Development, and Interpersonal Skills,
Leadership training and development, Interpersonal Skills and emotional
intelligence, Social Capital Theory
Gender stereotypes, Gaps and Inequities, Leadership, Interpersonal skills
and emotional intelligence
Gender stereotypes, Gaps and Inequities, Leadership, Interpersonal skills
and emotional intelligence

Career Development
Career development theories have existed since the mid-twentieth century. Career
development theory is based on the notion of understanding how and why people choose
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occupations, make decisions about those occupations, and their individual behavior with regard
to a career (Gray & Herr, 1998). Career development theory lends itself to a subset of factors that
are used by individuals or groups to make career choice decisions or to understand more about
themselves and their behaviors within an established career choice. When examining the
evolution of career development theory and its applicability to Black females, gaps have been
identified. Savickas and Lent (1994) suggest that the research omitted women, people of color
and the poor. The career development literature was analyzed for reference to this study and the
claim made by Savickas and Lent.
Ginzberg, Ginsburg, Axelrad and Herma (1951) proposed a career development theory
for adolescents that suggested a progression of stages for vocational choice. The stages posed
were fantasy, tentative and realistic. The fantasy stage offers freedom to the child to choose her
occupation. The tentative stage focused on adolescent recognition that the career chosen had both
consequence and responsibility. The realistic stage brings finality to the young adult’s career
pursuits. The problem with Ginzberg et al.’s (1951) theory is that it began with the assumption
that a child was free to pursue any occupational choice.
For Black children during the time of the initial Ginzberg et al. study, occupational
choice was predetermined or limited by the duality of their existence: gender and race. Black
females were not always free to pursue any occupation. Seales (1987) supports this notion that
being both Black and a woman meant less education and earlier entry into the workforce. One
could argue that Black females understood the consequences and responsibility required for their
individual occupational choice; historically, however those choices were limited. Opportunity to
bring finality to career pursuits was less likely for Black females who may not have chosen their
occupation. As Ginzberg et al.’s theory is progressive through various life stages, Black females
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who were not able to make career choice decisions in childhood would theoretically not fit into
this career development model.
Super’s developmental/self-concept/trait theory.
Super’s theoretical contribution to the field of career development has evolved to focus
on the significance of individual self-concept gained over various life stages (Gray & Herr, 1998;
Cramer, 1999). Super’s (1953) theory supported the notion that as self-concept changes,
adaptation is made in the career choice of the individual over time. In other words, the way an
individual sees herself will change as she matures and/or garners life experiences. As such, the
occupation that an individual may choose is resultant from their life history, self-concept and
role (Cramer, 1999).
Super suggests that there are only nine major roles in life that contribute to the career
development of the individual. These roles are: child, student, leisurite, citizen, worker, spouse,
homemaker, parent and pensioner (Cramer, 1999). When various roles in life merge and
intersect, the roles are said to create an interaction. The interaction then results in the life cycle
which is made up of the life style and life space leading to a career pattern (Cramer, 1999; Super,
1980). As this research effort is designed to understand the construct of self, specifically selfefficacy, Super’s self-concept development theory could serve as a model to help with framing
the results. Despite the implications for this study, Super’s career development theory was
founded using a racially homogenous group and “has omitted women, people of color, and the
poor” (Savickas & Lent, 1994; Stitt-Gohdes, 1997). As this study focuses on Black females,
questions regarding the validity of Super’s model arise.
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Holland’s theory.
Holland’s (1959) theory focuses on the interaction of person and environmental factors.
Holland had several assumptions that guided his research but ultimately led to six personality
patterns of behavior: realistic, investigative, artistic, social, enterprising or conventional (Cramer,
1999). Holland’s theoretical approach is a personality approach that focuses on the intrinsic
behavior of the individual. It is suggested that individuals seek environments that allow them to
self-classify. Resultant from the self-classification behavior is a specific personality that has been
inherited or preferred in various environments (Gray & Herr, 1998).
Holland’s vocational typology types have been studied and correlate to the self-efficacy
construct. Lent, Brown and Hackett (1996) state that “interests are strongly related to one’s selfefficacy” (p. 400). A study on the linkage between interest, self-efficacy and the Myers-Briggs
Type Indicator (MBTI) from the national MBTI sample was conducted. The results show
correlations between vocational type as described by Holland and the MBTI (Kummerow, 2009).
More specifically, the results showed the relationship between strong self-efficacy beliefs,
performance and like of an activity (Kummerow, 2009).
A second study on the linkage between interest, type and self-efficacy was also
conducted using the MBTI national sample. The study showed correlations between the MBTI
preferences and function pairs that relate statistically to the Skill Confidence Inventory scale and
the General Occupational Themes (Kummerow, 2009). The results were similar to the first study
showing the relationship between confidence and likeability or interest as it relates to Holland’s
six themes (Kummerow, 2009). While Holland’s theory does show correlation to interests,
MBTI preferences and self-efficacy; the theory as it was designed was limited by the political
and historical implications of the late 1950’s.
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Historically, vocational interests and labor force opportunity for women was minimal.
Women were socialized by cultural factors that influenced their career development. Black
women, however, were already in the labor force (Robinson, 2010). Holland’s (1959) career
typology theory limited the understanding of women in careers dominated by men and was not
generalizable for the career development of women. More specifically, the generalizability of
Holland’s theory to Black women is also limited as the model was introduced during a time
period that historically did not include Blacks and women in career development research efforts.
Trait and factor theory.
Trait and factor theory suggests that an individual is conscious and cognitive with regard
to career choice. The theoretical concept is to match individual skills to the requirements of the
occupation (Gray & Herr, 1998). This theoretical concept is most familiar to individuals.
There is some question regarding the accuracy of the instruments used to measure the
conscious and cognitive traits for groups other than white males (Kerka, 1998). Leong (1995)
and Hartung (2002) proposed questions regarding reflective understanding of diverse life
experiences, differences for women versus men, and whether or not the requirements for success
are the same for people of color as for whites. Although, there is a difference in traits between
men and women, the differences are small despite claims that there are no valid between group
differences that exist on the basis of race “per se” (Kerka, 1998).
Tiedeman and O’Hara (1963) suggest that work identity is fashioned through the process
of career development. The career development process for most individuals begins when
individuals are preteens. As life progresses, so do the stages of development that lead to career
choice. While Ginzberg et al., Super, and Holland’s theories provide background and support for
various patterns of career development; none of them incorporated the concept of work identity.
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“Fashioning a work identity” (Savickas & Lent, 1994; Stitt-Gohdes, 1997) might as well be
equated to “fashioning an identity” for American culture. For a group that has been relegated to
having their work identity established by socialization into mainstream society, fashioning an
identity may have been influenced by historical implications which could affect self-efficacy
beliefs for participants within the group. In other words women, specifically Black women, may
have fashioned their identity and self-efficacy beliefs toward certain roles as a result of their
forced career choices prior to development of EEO and other legislative acts.
Career development theories that have been in existence for years have been called into
question because of a monocultural view. Fitzgerald and Betz (1994) argued that career
development theories have little value across cultures because they typically are “generally only
applicable to college-educated white, middle-class men” (p.1). As theories have been reviewed,
they have been expanded to include populations of women and underrepresented minorities
(Banks, 2006b).
Self-efficacy theory and its influence on career development.
Self-efficacy theory is embedded throughout career development literature though its
roots are in behavioral change and cognitive literature. Bandura (1977) outlined a theoretical
framework for which self-efficacy was the central theme. The focus of the framework was to
allow for behavioral change analysis regarding fear and avoidance. The modes of operation
introduced were outcome expectancy and efficacy expectations. Efficacy expectations was
defined as “the conviction that one can successfully execute the behavior required to produce
outcomes” (Bandura, 1977, p. 193). Efficacy expectations, given certain parameters, were also
proposed to impact the choice, level of effort and time investment of individuals within various
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situations (Bandura, 1977). With regard to this study, how self-efficacy is determined by
individual Black women on the job is essential.
Levels of self-efficacy are judged and determined through four major sources of
information: performance accomplishments, vicarious experience, verbal persuasion, and
physiological states (Bandura, 1977). The sources of information or types of learning
experiences identified have been adapted over time as research has progressed. Today, sources of
information, or types of learning experiences, are said to influence the acquisition or
modification of self-efficacy beliefs. Achievement or attainment of goals or performance
measures is considered the most potent source of self-efficacy (Lent, Brown & Hackett, 2002).
The self-efficacy construct is referenced in math literature, child education, health and other
genres and as a result has evolved in definition and use (Cramer, 1999).
Bandura (1986) defined self-efficacy as an individual’s belief about their ability “to
organize and execute courses of action required to attain designated types of performances” (p.
391). Self-efficacy relies on an internal measure of an individual to complete an assignment or
task to reach a desired or stated goal. Self-efficacy is also referred to as confidence (Paulsen &
Betz, 2004). Van Der Roest, Kleiner, & Kleiner (2011) agreed with the latter definition and
surmised that “an individual’s level of workplace confidence is more affected by internal,
biological processes” (p. 26). Self-efficacy is also said to involve “a dynamic set of self beliefs
that are specific to a set of performance domains and that interact complexly with other person,
behavior and environmental factors” (Lent, Brown, & Hackett, 2002).
Cascio (1998) uses self-efficacy theory in his model for training. Self-efficacy, in this
instance, says that an individual is motivated by a personal belief in her ability to master content
specific to a training environment. High self-efficacy indicates that the individual personally
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believes that they can master the content well; while low self-efficacy indicates the opposite
belief.
Hackett and Betz were some of the first researchers to apply the self-efficacy construct to
women’s career development (Lent, Brown & Hackett, 2002). Their application may offer
insights into the self-efficacy beliefs and the career development of Black women. Lent, Brown
& Hackett (2002) offer additional implications of self-efficacy beliefs for women in the
workplace through Social Cognitive Career Theory (SCCT).
Social cognitive career theory.
SCCT is a theoretical construct that “highlights relatively dynamic and situation-specific
features of the self-system” (Lent, Brown, & Hackett, 2002, p. 260). In other words, SCCT
provides a framework that can be used to explain the complexities or affects that various
cognitive and person, environment and behavioral factors can have on individual interest, choice
or performance in the career development process. The combined effect of the personal,
environmental and behavioral components is part of the triadic system that was first introduced
in Bandura’s social cognitive theory.
Lent, Brown, & Hackett (2002) deduced that self-efficacy beliefs are an indicator of
career pursuits for women. Specifically the environmental factors may influence self-efficacy
belief patterns. Some factors that are external to the individual include “cultural constraints, pay
inequity and truncated network opportunities” (Lent, Brown & Hackett, 2002, p. 283). These
factors are systemic in nature and require a more comprehensive approach through
organizational change versus change in the individual. Their meta analysis described research
efforts that have used the SCCT model to address the needs of various populations which include
applications to Black women.
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Women in the Workplace
A recent report from McKinsey & Company describes the potential of women in the
workforce. The study’s findings indicate four barriers for women that hamper their accessibility
to leadership positions within organizations. The leadership barriers described are structural
problems, lifestyle issues or choices, institutional mindsets and individual mindsets or beliefs
(Barsh & Yee, 2011).
Historically, broad career choice opportunities were not available for women and
minorities. Women were believed to be less devoted to their career than to their family (Smithey
& Lewis, 1998). Subsequently, women often received inequitable treatments and less pay than
their male counterparts. Legislation was enacted to minimize the adverse impact that women and
minorities were experiencing in workplace environments with regard to entry, barriers to entry,
and barriers to re-entry.
A woman’s place in the workforce continues as a discussion for which there is much
debate. The 2011 McKinsey & Company report regarding the potential of women in the U.S.
economy supports this statement. Barsh and Yee (2011) state that “the full potential of women in
the workforce has yet to be tapped” (p. 3). After nearly 40 years of progressive workforce entry,
the opportunity for women to advance into leadership positions persists.
Women who desire leadership positions have acquired and demonstrated the management
skills necessary and are already leading from the middle management levels (Barsh & Yee,
2011). Despite their efforts to work in the organization and learn the leadership skills necessary
for advancement, the path to leadership still remains elusive or women decide, after waiting for
the opportunity, to take a different course of action. Their different course of action or career
choice may be dependent upon several factors such as personal achievement, money,
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recognition, work/life balance, lack of role models, exclusion from informal networks, age,
motherhood, seniority and limited sponsored opportunities from upper management (Barsh &
Yee, 2011). Even with this long list of career choice factors considered by women, neither of
them is as powerful as “entrenched beliefs”. Barsh and Yee (2011) suggest that despite factors
designed to hinder a woman’s success, she does not lose her self-efficacy beliefs.
When the ethnicity or racial differences are considered along with the complexity of
opportunity or choice, there were a greater number of obstacles to overcome to meet career
aspirations and goals. For example, Black Americans were once viewed as property and had no
rights to choose a career but were positioned in careers as slaves and then share croppers. As
society progressed, career opportunities became more available for Black Americans.
Alfred (2001) utilized Dubois’ (1903) double consciousness perspective to describe a
bicultural point of view. The bicultural lens can be used to interpret the internalization and
interrelation of identity, culture and environment. Alfred contended that cultural differences
hinder the promotional advancement of Black women, specifically those in the academy. It could
be surmised that cultural differences also hinder promotional advancement of Black women in
other professions which likely influences their self-efficacy beliefs regarding leadership career
opportunities. A 2007 study conducted by Whitmarsh, Brown, Cooper, Hawkins-Rodgers, and
Wentworth on career patterns and self-confidence of professional women provides some insight
into this perspective for women in general.
Whitmarsh, Brown, Cooper, Hawkins-Rodgers, and Wentworth (2007) completed a
qualitative exploration on career patterns of professional women as it related to self-confidence.
Their study revealed six themes: “variations of career/family patterns, career encouragers, career
obstacles, personal compromises, career changes and career decision making patterns” (p. 255).
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The study was inclusive of 27 women in a combination of female-dominated and gender neutral
career fields. Female-dominated careers were defined using the U.S. Department of Labor
definition. Female-dominated careers were defined as careers in which more than 75% of
positions are filled by women. One of the findings from the study indicated that as women
became more self aware and gained tenure in the workplace their confidence increased and lead
to new opportunity choices (Whitmarsh, Brown, Cooper, Hawkins-Rodgers, & Wentworth,
2007). In addition to the identification of new career opportunities as a result of increased
confidence, women also weighed family compromises when considering promotional
opportunity. Other factors for identifying new career opportunities included encouragement or
exposure of opportunity by a family member, friend, colleague or mentor. The encouragement or
exposure led to either a female-dominated or gender neutral career position.
Career Choice Factors
Daire, Lamothe and Fuller (2007) described the differences between Black students and
their white counterparts with regard to high school completion, college attendance and career
choice. They concluded that future income and status had greater influence on career choice for
Black students versus white students. Though the population was focused more on college
students, the factors that were identified are likely to be among the factors that influence career
choice among Black women in the workplace. Because Black college students’ valued the
importance of future income and future status when making their career choice; this information
may help to establish a framework by which examinations around self-efficacy can begin. If the
individual belief is that career choice is based on self ability or self-efficacy to obtain more
money or job title, then measuring self-efficacy related to money and job title attainment may
reveal more career choice information than knowledge, skills or abilities (ksa’s).
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While the study did examine the influential factors for comparison groups of Black
students versus white students, it excluded other minority populations or disadvantaged groups
(Daire, Lamothe & Fuller, 2007); thus results are not generalizable to other populations. One
other point of view to add for this research is that the audience was “provided only the prompt
and not an operational definition” (Daire, et al, 2007, p. 276) of the variables used in the study.
Failure to include an operational definition for participants could have resulted in inconsistent
responses from the participants. This study was limited to a student population and may not be
applicable to Black women in management; however, this study evaluated processes of career
identity specific to a Black population.
Alfred (2001) sought to expand the career development literature by using an internal or
external career framework to explore how five Black women in academia entered, developed and
became successful. The model proposed was inclusive of and incorporated the contextual
references of race, gender, and ethnicity. The data were gathered through the life history
approach and “explore[d] how minority professionals develop[ed] competencies to meet career
expectations in white organizational cultures” (Alfred, 2001, p. 108). Results revealed five
indicators for Black women’s professional success including positive self-image, finding a safe
space, cultural knowledge, visibility, and flexible life structure (Alfred, 2001). Although the
current study focused on Black women in corporate settings, it may have been beneficial to
explore use of the bicultural lens as proposed by Alfred (2001) as one point of view to obtain and
interpret findings; specifically, the positive self-image indicator.
Positive self-image, one of the illuminating findings by Alfred (2001), is essentially
developed within the Black community. It served as the foundation for self-esteem and selfefficacy as Blacks prepared to interact within predominant cultural organizations. Positive self-
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image was transmitted in Black schools using self-worth was a core theme. As part of this study,
a distinction will be made between the self-efficacy of participants who grew up in an all Black
community with Black teachers and those who did not. This information could further expound
upon Alfred’s (2001) power of knowledge gained from understanding cultural expectations of
the work environment.
In addition to positive self-image, visibility is a concept that can be enhanced or
diminished by the self-efficacy of the individual. Having visibility in an organization is an
unspoken cultural phenomenon that can lead to an enhanced career (Alfred, 2001). The question
that stems from this argument is do Black women understand the difference between visibility
and exposure. Is being visible, just to be seen, more important than being exposed to information
through actionable activities and experiences?
Career Choice and Family
Pearson & Bieschke (2001) describe the influence of family in the career development of
Black women in various occupations. More specifically, they “explored the family of origin
dynamics that contributed to the success of African American women” (Pearson & Bieschke,
2001, p. 302). The results revealed that participants learned lessons about career development by
watching those around them. Secondarily, participants stated that their family’s belief in their
individual ability influenced their own beliefs about what they could or could not accomplish in
the workplace (Pearson & Bieschke, 2001).
Next, in the gender roles domain the participants explained how being a woman was
presented to them from two perspectives. For some there were no limitations or stereotypes by
family, while others were expected to be successful in more traditional roles (Pearson &
Bieschke, 2001). Within the nuclear family relations domain, two subcategories were identified:
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self-esteem support and parental expectations. The self-esteem support reflected participant
beliefs from their caregivers but a strong indicator for career development and advancement.
“Parental expectations” were the second subcategory and explains how a parent’s vision
influenced individual career choice.
“Social resources” is the last domain that will be described (Pearson & Bieschke, 2001).
Its focus was on the exposure of participants to Black role models within the communities in
which they lived. The evidence of role models in the communal environment is also supported
by Alfred (2001).
The results from Pearson & Bieschke (2001) indicate that familial influence is one of the
drivers or factors influential to the career development success of Black women. Education was
the salient theme within the family unit that impacted most participants. Exposure to others and
their career experiences was also important to the success of the women in the study. Career
choice limitations were not experienced as it related to gender but were implied by familial
expectations. The authors use Social Cognitivie Career Theory (SCCT) to understand the results
of the study, specifically looking at the elements of early influences and ongoing contextual
affordances (Pearson & Bieschke, 2001).
Of particular interest to the current study was the notation of participant beliefs about
family influence as a measure for increased self-efficacy as an aid in pursuit, entry and
maintenance of careers. Pearson & Bieschke (2001) supported this claim from the influence of
the Black church and social resource groups on career success. Though this study did not explore
performance accomplishment in SCCT, its premise is to utilize SCCT as a foundation by which
to further explore the self-efficacy beliefs and outcome expectations for Black women as
supported by Pearson & Bieschke (2001) to add to the career development literature.
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Identity and Socialization
Ethnic background is believed to have a “profound effect” in shaping one’s sense of selfidentity (Petrides & Furnham, 2000). The effect on self-identity is not always visible. Rather, the
effect is masked by the covert discriminatory expressions of societal influence and then
internalized by the recipient of such behavior. The internalized expression not only describes
individual self-identity but can also influence the self-efficacy beliefs of the individual who has
accepted the environmental effects of societal norms as truth.
Frieze, Hazzan, Blum and Dias (2006) “argued that researchers and practitioners need to
recognize the importance of cultural issues as these factors have a significant influence on the
career options available to women” (p. 3). Some of the cultural issues identified include the role
of family dynamics, gender identity and stereotypes as shaped by political and social ideologies.
Family dynamics, gender identity and stereotypes for women, specifically Black women, have
historically been shaped by political and social ideologies.
Gender, however, is only one part of their social identity and interacts with other social
constructs to include race, ethnic background, age and social class (Trauth et al, 2008). The
individual differences theory, described by Trauth et al. (2008), looks to address persistence of
women in the face of systemic gender biases in both education and the workplace. Its premise is
that the answer is embedded in endogenous and exogenous factors of personal development and
subsequent career decisions. The individual differences theory also “searches for the cause of
gender underrepresentation by examining the factors that account for the varied ways that
individuals internalize and respond to gendered messages and seeks to understand the sources of
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individual agency that enable some women to overcome systemic negative influences” (Trauth et
al, 2008). Individual differences theory could be used to determine why Black women persist to
leadership positions in organizations and to identify factors that influence their personal selfefficacy beliefs.
Petrides & Furnham (2000) sought to confirm the self-efficacy tendencies of women over
men. Their findings indicated that men in their study had higher emotional intelligence levels
than women. It is clear that men and women are different, anatomically; but, are they different in
the way they develop their careers or in their personal beliefs about performing any particular
job? Petrides & Furnham (2000) believed that women had self-effacing tendencies. This meant
that women were believed to have behavioral tendencies to sabatoge or defeat themselves at the
thought of performing a new task or skill, or when applying for a promotion. In part, this was
believed to occur because of the ways in which women have been socialized into mainstream
society. Johnson-Bailey & Cervero (2008) suggested that girls and women lacked empowerment
or enrichment for activities because they were seen as inferior or “not as good as” their male
counterparts (p. 313).
Johnson-Bailey & Cervero (2008) describe their experiences to full professorship in the
academy through the critical race theory lens. The lived experiences of Cervero and JohnsonBailey were unique. Cervero briefly described his automatic acceptance into the academy
without question noting that neither his race nor gender was ever part of the consideration.
Cervero recounted moments where he was in a meeting room and presumed to be the leader or
presenter when in fact it was someone else (Johnson-Bailey & Cervero, 2008). Johnson-Bailey,
on the other hand, recalled several incidents that marginalized or minimized her status as a
member of the academy. The evidence provided in Johnson-Bailey’s account includes: relegation
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to custodian, lower student evaluations, frequent student complaints or questions to her boss,
personal attacks by colleagues, and questions from colleagues on her scholarly presence
(Johnson-Bailey & Cervero, 2008). Results of the study yielded a comparative list of thirteen
“areas” of academic life with and without race and gender privilege. Present in the list and
expanded by the authors, was the mention of stereotypical images of Black women.
Johnson-Bailey & Cervero (2008) stated “we each approached our new careers with our
socialized psyches – Juanita wondering if she could, and Ron knowing that he could” (p. 328).
The “wonder” that is stated is translated to be related to career self-efficacy and Juanita’s belief
in her ability to do the job which had been dissuaded early in her academic career. Though the
account is specific to Juanita’s experience in the academy, it supports the research effort because
it provides information that can be used to determine similarties and/or differences between the
experiences of Black women in the academy versus those in leadership positions in corporate
environments. As Juanita and Ron’s experience relates to ethnicity and identity, it is clear that
there were differences in their individual perceptions of the world in which they worked. It is
also clear that their experiences were effected by stereotypes which are believed to perpetuate the
gender gap that exists for women in the workplace.
Images or stereotypes are believed to have an effect on the professional goals, work
relationships, and experiences of Black women in the workplace (Reynolds-Dobbs, Thomas, &
Harrison, From Mammy to Superwoman: Images that Hinder Black Women's Career
Development, 2008). These images serve as barriers to an already limited advancement
opportunity structure. In an environment where networks, role models, and mentors are
historically part of the foundation that can lead to advancement opportunities (Reynolds-Dobbs,
Thomas, & Harrison, 2008), Black women have little to no access or visibility to this foundation.
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Furthermore, stereotypes and negative self-efficacy beliefs, as it relates to leadership behavior,
may be additional barriers that hamper advancement opportunities for Black women especially
when those behaviors are characteristic of white males who have dominated leadership positions
in the workplace (Reynolds-Dobbs, Thomas, & Harrison, 2008).
Gender Stereotypes, Gaps and Inequities
Sanders (2004) suggest that a gender gap exists because of stereotypical, evolutionary,
biological and social differences. One way to close the gender gap in the workplace is to increase
awareness and understanding of gender stereotypes. As women continue to enter the workforce
and move into higher levels within the organization, improved communication is imperative. The
communication gap between the genders triggers misperception, in part, because of existing
stereotypes. Stereotypes are general behavior tendencies that are ascribed to a group and are used
to explain or confirm differences for individuals within groups (Catalyst, 2005; Sanders, 2004).
The result of a stereotypical view is prejudgment of ability and competence coupled with unfair
and unrealistic expectations.
Catalyst (2005) reviewed the leadership gender gap that exists in corporations. Only
seven women were leading Fortune 500 companies at the time their study was conducted.
Catalyst issued a charge to companies to “change how women leaders are perceived” (2005, p.1).
Effective leadership qualities are uncharacteristic of women as evidenced by gender stereotypes
that exist.
Confirmation of stereotypes is predicated on reinforcement of perceptions, or what was
already believed to be true, to explain what contradicts the stereotypical view. Stereotypes are
used to make judgments about individual traits or abilities and are often incorrect (Catalyst,
2005). Furthering this concept is the idea of unconscious incompetence when it comes to
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perceptions of individuals. In other words, some stereotypical views are made without conscious
knowledge that the perception or judgment was occurring (Catalyst, 2005).
The unconscious incompetence that occurs through stereotyping can confirm
preconceived ideas or notions of an individual from a particular group. The example used by
Catalyst (2005) was an interview situation where the predisposition was that women were not
viewed as meeting the criterion necessary for managerial roles. Resultant from this preconceived
ideology is a perception that the woman interviewee was not qualified or competent for the job.
If this example, offered by Catalyst (2005) serves as an indication of the types of stereotypes that
exist against women in the workplace, then it is clear that “stereotypes can limit women’s
opportunities for advancement into leadership positions” (Catalyst, 2005, p. 6).
Stereotypes are resultant from socialization of organizational, cultural, social and familial
environments. Stereotypes classify individuals in specific groups to certain behaviors,
irrespective of the true competency or behavior that may have been exhibited (Catalyst, 2005).
As perception, gender bias, and gender stereotypes persist there is a group that often faces double
jeopardy because they are members of two groups – they are both female and Black.
Warren (2009) offers additional insight into gender inequity in the workplace.
Organizations are losing talent because of their inability to view talent in terms of gender, race,
ethnicity, age, sexual orientation (protected class) and inexperienced managerial talent for senior
leadership positions (Warren, 2009). Gender stereotyping that has been introduced in such
organizations is thought to be one of the factors that lower self-efficacy beliefs of women. The
result is support of embedded biases which serves as barriers to women’s development and
advancement. The combined phenomenon further widens the gender gaps at executive or
leadership levels (Warren, 2009). Black women are frequently stereotyped in the workplace.
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Leadership, Training and Development, and Interpersonal Skills
Leadership is defined by male characteristics because research predominantly was
focused on white males and the traits that leaders were expected to exhibit were reflective of the
white male character traits. In a historical overview of leadership theory, Heifetz (1994)
examined the basis of the leadership definition as it was known. The characteristics or traits were
formulated from the “heroic” great-man ideology where talent, skill, and physical characteristics
were inherently masculine.
A review of the workplace history of women, specifically Black women, supports the
great-man ideology. Research has shown that women have experienced inequitable treatment as
a result of their sex which in the societal hierarchy was lower than that of men. Black women
were the lowest on the societal hierarchy being outranked by Black males. This theory is
supported by a greater understanding of the occupational segregation that occurred historically
and is still evidentiary in the compensation or pay of women versus men as well as that of Black
women today (Olson, 1999).
Researchers at Catalyst (2005) conducted a study on the relationship of leader behaviors
to feminine and masculine stereotypes. Ten leadership behaviors were identified and believed to
be essential for individuals in a leadership role. The results offer insight into the factors and
gendered messages that women leaders face as it relates to advancement into varying levels of
leadership within an organization. Women were viewed as people-oriented and exhibited
characteristics of “caretakers”; while men exhibited leadership behaviors that were more taskoriented or “take charge” (Catalyst, 2005).
The masculine traits such as “dominance and self-confidence” were behaviors that were
seen as more characteristic of male leader behavior. Of particular interest to this study, is the
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self-confidence or self-efficacy trait. Based on Catalyst’s (2005) research, self-confidence is a
trait that is masculine in the context of leadership. Women who exhibit self-confident behavior
may have a perception of being more masculine in their approach and less focused on people.
Self-confidence was not the only characteristic or trait that provided some insight into the gender
gap that exists in the workplace; problem-solving was another leadership behavior that expanded
the view of the gender divide.
Problem-solving is deemed to be one of the critical traits for a leader to exhibit (Catalyst,
2005). Stereotypes about women’s ability to solve problems limit their opportunities to be
considered effective leaders. In the examination of leader behaviors, Catalyst (2005) identified
two types of power that give credibility and competence to the individual leader – position power
and interpersonal power. Position power is derived from having a title or position of authority in
an organizational hierarchy (Catalyst, 2005; Kouzes & Posner, 1995). Traits or behaviors of
position power include reward, support and mentoring. Interpersonal power leader behaviors are
characteristic of inherent ability, charisma and expertise demonstrated through team building,
inspiration and problem-solving.
Problem-solving, considered to be a masculine behavior, revealed an interesting facet of
the research effort conducted by Catalyst (2005). Women saw problem-solving as a trait that
women excelled at over men given certain situations. Conversely, men saw problem-solving as a
trait where men were more effective. Problem-solving is deemed to be one of the critical traits of
interpersonal power. The stereotypical responses by men and women related to this trait are
believed to explain, in part, the reason why women are not advancing to varying levels of
leadership within the workplace. Effective leadership requires problem-solving ability (Catalyst,
2005). Any misperception or bias regarding women’s ability to solve problems effectively
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minimizes their interpersonal power. The effect is cyclical; if women are ineffective with
interpersonal power then they have to rely on position power. Because women are not advancing
to positions of authority then they cannot have position power.
Men are not the only group who question women’s ability to solve problems.
Subordinates of women leaders undermine the woman leader’s ability to be successful which
reinforces any stereotype or bias that exists (Catalyst 2005). How does that affect the confidence
or self-efficacy of the woman leader when this occurs? Also, how can organizations minimize
the effect of gender stereotypes and bias? One suggestion was through education or training of
leaders (Catalyst, 2005).
Leadership training and development.
Leader development or training has become an important part of the strategic initiatives
for organizations (Kranz, 2007). Companies are providing resources to support leader
development programs as they agree that a need exists to identify and nurture the next level of
senior management in the organization (Kranz, 2007). Succession planning appears to be a key
driver in the rise of leader development programs.
According to Kranz (2007), 80% of organizations have some type of leader development
program for high potential employees. However, organizations that have an increased global
presence experience a leadership development gap of nearly 40% because of program curricula
design that require a different set of skills and competencies than those required to lead
nationally. When measuring effectiveness of development programs, it is imperative to
determine organizational benefits and examine a program’s adaptability to changing
environmental factors to include competition, legislation, technology and regulations.
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Wonacott (2001) positions leadership as a complex construct of characteristics and
behaviors that can be observed, learned, and taught (p. 2). The ability for individuals to observe,
learn and be taught leadership is evident in programs that have been developed and designed to
enhance the emotional characteristics and behaviors required to lead within an organization. As
leadership development has evolved from a task-oriented and human behavior model; leadership
development continues to progress toward the inclusion of social consciousness of individual and
external influences (Wonacott, 2001). The inclusiveness of social consciousness adds another
dimension to the leadership development phenomenon as it relates to organizational settings. The
ability to adapt and operate fluidly with regard to internal and external factors is one of the
competencies required to lead in an organization. As organizations react to the expanding
external influences, the leaders or potential leaders are being integrated into programs within the
organization that provide social and emotional learning (Lopes, Brackett, Nezlek, Schutz, Sellin
& Salovey, 2004).
In business, the leadership development focus was to clearly define the business result to
be achieved in hopes of bringing positive and permanent change to the workplace (Galloway,
1997; Zenger, et al., 2000). Despite increased attempts to improve programs to meet the desired
business goals, opportunities continue to arise in individuals that prevent change from becoming
a permanent component in the organization. Dearborn (2002) asserts that traditional leadership
development training has failed to produce sustainable change in behaviors. Emotional
intelligence training is suggested as an investment tool that can impact climate and
organizational performance.
Organizations like to measure the results on systems and processes that have been
implemented to ensure the return on investment (ROI) to the bottom line. The systems that are in
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place must support this organizational structure. Measureable results from training are also
required. Leadership development is the arena that “makes or breaks” the organization
(Dearborn, 2002). Specifically, the level of success for leadership development programs is
determined by the amount of time spent in training and performance improvement, otherwise
known as return on investment (Dearborn, 2002). To ascertain the ROI from leadership
development programs, the organizational development community is asking the question: “Is
there a change in behavior?”
Interpersonal skills and emotional intelligence.
Organizational training programs seek to link the business objective to leadership
development or training programs (Dearborn, 2002). Creating programs that challenge individual
perception, social awareness, and relationship management have been difficult. One construct
that has been introduced and accepted by some organizations to measure change in behavior is
emotional intelligence (EI). The emergence of EI research has helped minimize the development
challenge, posed by Dearborn (2002), by integrating emotional or social components that are
believed to enhance the ability of individuals to become leaders or exemplify leadership skills.
The skills that executive leaders are expected to exhibit include four components:
intellect, imagination, dexterity and interpersonal (Ancona, Malone, Orlikowski & Senge, 2007).
These skills were suggested as the skill set necessary for a complete leader. Intellect is the
intellectual capacity to make sense of unfathomably complex issues. Imagination is the ability to
paint a vision of the future that generates enthusiasm. Dexterity is the operational know-how to
translate strategy into concrete plans of action. And the interpersonal skill is the ability to foster
commitment to undertakings that could cost people their jobs (Ancona, Malone, Orlikowski &
Senge, 2007). A leader who possesses all of the aforementioned characteristics is one who is
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trying to be all things to all people, otherwise referred to as the complete leader by Ancona, et al.
(2007). Since it is impossible to be all things to all people, complete leaders are causing
organizations to experience substandard results (Ancona, et al., 2007).
The objective of 46% of organizations is to allocate more resources toward the
development of high potential leaders (Ancona, et al., 2007; Kranz, 2007). Complete leaders are
characterized as individuals who do not have weaknesses and who are able to accomplish tasks
on their own. As a result, their capacity to influence and develop others is hindered. The
objective of senior level managers is not to replicate the complete leader but to create an
environment that develops others, empowering them to make sense out of the competitive
environment through strategic plans that result in innovative processes, ideas and procedures to
enable or maintain competitive advantage.
As it relates to the current study, organizations cannot maintain the sustainable
competitive advantage necessary if they do not have diversity at all levels in the organization.
Specifically, this relates to having Black women represented at all levels. If interpersonal skills
are one of the components necessary to be an effective leader (Ancona, et al., 2007; Catalyst,
2005) then it is necessary to determine the level of interpersonal skills held by Black females in
leadership positions in Fortune 500 companies who should not be held to a different standard
than others in the workplace.
According to Smith (2002), Blacks who took the emotional quotient inventory (EQ-i),
tended to score lower on two subscales, interpersonal and intrapersonal skills. This evidence
suggests that Blacks would then have limited opportunities to become leaders in their
organizations if interpersonal skills or interpersonal power (Ancona, et al., 2007; Cascio &
Aguinis, 2005; Catalyst, 2005) are a characteristic of the next generation of executive leaders.
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This could also be an indication that the EQ-i assessment is skewed against Blacks for certain
constructs if the instrument were established upon majority group participant responses. To
facilitate further comprehension of the impact of emotional skills on leadership, it is necessary to
explain the EI construct.
Bar-On refers to the EI construct as “emotional and social intelligence” (2000, p. 363).
The Bar-On model of emotional and social intelligence provides the theoretical basis for the
measurement of emotionally and socially intelligent behavior which provides an estimate of
one’s emotional and social intelligence (Bar-On, 2004). The terms have been used
interchangeably in more recent years with the evolution of the EI construct into mainstream
research. Social intelligence involves the ability to lead others while, simultaneously establishing
oneself as a member of the group (Walter, 2006). Leadership is a construct that comprises
multiple components to include social exchange, relationship and mutual benefit as suggested in
the sociological framework. Kobe, Reiter-Palmon, & Rickers (2003) concur arguing that
leadership is a social phenomenon.
Social capital theory.
“Social capital theory was founded on the premise that a network provides value to its
members by allowing them access to resources within the network” (Lin & Huang, 2005, p.
193). Contrary to the theory of human capital, social capital is not a movable component in an
organization but rather part of the infrastructure that attracts and retains talent. Individuals in
networks within an organization are often more aware of the norms and nuances that shape the
organizational culture than those who are not privy to being a part of the social network.
Promotions, as argued by Friedman and Krackhardt (1997), are determined in part from network
centrality (Lin & Huang, 2005).
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“Building social capital is imperative for a leader today” (Wieand, 2002). Wieand
appeared to be on track with his statement as the connectivity between social capital and
leadership is being further delineated. Hennelly (2006) developed a model that explains the
relationship between social capital and leadership from the individual perspective. His model is
supported from the research of Brass and Krackhardt (1999) who argued that the focus of
organizational leadership research had been on attributes and behaviors but should include the
structural and social network aspects of leadership. The structural and social network aspects of
leadership are clearly defined and arguably more strongly associated with transformational
leadership over transactional leadership.
Transformational leadership focuses on the more informal resources of leaders. Hennelly
(2006) states that social capital is the only component that shares the relational nature of
leadership; the continued development of EI would arguably offer a different perspective.
According to Wieand (2002), “no psychological concept has had greater influence on leadership
development than emotional intelligence” (p. 33). In a study on the role of social capital in the
relationship between human capital and career mobility, it was suggested that social capital was
directly connected to an individual’s ability to network or influence another individual (Lin &
Huang, 2005). The result was often a positive outcome on organizational performance.
Dasgupta (2005) suggests that individuals transact business not necessarily because of the
information being shared but because of the relationship that has been built. Early definitions of
social capital not only included the network component of social capital but also considered
components such as trust, concern for others and living or adhering to a set of unspoken rules or
norms in an organization (Dasgupta, 2005). It is here that social capital begins to connect to the
domains of EI. Transactions occur because of trust and the credibility of the individual or entity
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creating that trust. In situations where the trust has been broken or skewed, the relationship has
or will suffer. It is here where conflict management becomes a matter of concern for the
organization. This could also be linked to how the relationship in the organization was developed
initially, and the individual’s ability to influence and lead those with whom they have been given
charge or responsibility.
Relationship management is a key component in leadership development as it relates to
executive development in an organization. A recurring theme in the literature regarding
leadership development in executives stems from the notion of succession planning coupled with
EI. Organizations have begun to find value in developing talent from the inside out.
Opportunities are being made available to high potential employees to showcase their
knowledge, skills and abilities (Ross, 2005). Informal networks, relationships, trust, and
credibility are all components of a culture or environment that support and nurture the
development of an individual leader. These characteristics are in direct opposition to Alvarado
and Lynham’s (2005) perspective. They argue that lack of mentoring, lack of informal networks,
and discrimination and stereotypes are barriers that hinder the advancement and retention of
Blacks in the workplace. So what happens if the environments or culture is not supportive of the
leader?
According to Holland (1959), an individual wants and actively seeks work environments
that align with their goals, values and skills. Individual behavior and expectations on the job are
directly impacted by the environment where they work. An assumption for this study is that the
work environment directly impacts the experience, behavior and self-efficacy of Black females
in leadership positions. This idea is supported by the theory of work adjustment (TWA).
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The behavior an individual exhibits in her workplace is reflective of the inputs received
from her environment; this combination is known as TWA (Dawis, England, & Lofquist, 1964).
Utilizing historical ideologies for women in general, Black women in particular; their work
environment was not conducive for relationship building, trust or credibility. Concepts such as
the “concrete ceiling” and the “glass ceiling” describe the workplace environments that have
been created. The term “concrete ceiling” was coined by the Glass Ceiling Commission and
represents the internal barriers perceived and experienced by Black women in corporate
America.
The relationship of the concrete ceiling to the work environment was described by the
Glass Ceiling Commission (1995) for Black women as a place of isolation that resulted in the
invisibility of Black women by decision makers for leadership opportunities. The “concrete
ceiling” describes the experience for Black women as it relates to ascension to leadership ranks
within organizations (Glass Ceiling Commission, 1995). The difference between the concept of
the “concrete ceiling” and the “glass ceiling” is that the glass reference allows the imagination of
possibilities and observation, because that which is above the glass can be seen. The “concrete
ceiling” does not offer visibility or insight into activities happening beyond the wall and
therefore reinforces the lack of opportunities for advancement for Black women as a result of
environmental influence (Glass Ceiling Commission, 1995). Furthermore, this concept also
supports the notion of environmental influence as depicted in SCCT.
Lent, Brown, & Hackett (2002) deduced that self-efficacy beliefs are an indicator of
career pursuits for women. Specifically, that environmental factors may influence self-efficacy
belief patterns. Some factors that are external to the individual include “cultural constraints, pay
inequity and truncated network opportunities” (Lent, Brown, & Hackett, 2002, p. 283). These
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factors are systemic in nature and require a more comprehensive approach through
organizational change versus change in the individual. Whether or not there is a “glass ceiling”
or a “concrete ceiling”, individual change predicates organizational change.
The composition of the domestic citizenry is changing and the population currently being
served now has new demands than in previous times. Organizations fight to maintain competitive
advantage in this global climate but are finding this endeavor to be difficult (Kick, Fraser, &
Davis, 2006; Stata, 1989). Companies must begin to leverage diversity through career
development interventions if they are going to regain and maintain competitive advantage and a
competent and diverse workforce (Cummings & Worley, 2005; Kick, Fraser & Davis, 2006;
Stata, 1989).
One way that an organization can begin to leverage diversity is to improve advancement
opportunities in leadership positions for women and minorities. According to Cummings &
Worley (2005), “only 5% and less than 1% of management and senior executive [positions]” (p.
413) were held by Blacks. Later research, revealed that less than 16 percent of top officers are
female and only 3.2 percent of board seats held in Fortune 500 companies are held by women of
color (Byrnes & Crockett, 2009; Catalyst, 2008). This is an indication that the efforts to diversify
organizations at the executive level are minimal at best. Rather than direct the attention toward
what organizations are doing to diversify, it is clear that external influences might be impacting
more internal parameters specific to the individual. Specifically, in environments that have
limited the networking opportunities, provided little access to mentors, where stereotypes and
discrimination still exist, and other women likely undermining their efforts to be effective
leaders, Black women in leadership positions must have something else that drives them to
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continue the journey toward the C-suite. To understand that, it is necessary to understand their
individual self-efficacy beliefs first which could lead to other areas of exploration.
Summary
As Black women seek to advance to leadership positions within Fortune 500 companies,
an understanding of how self-efficacy impacts their success is needed. Elsass and Graves (1997)
agree with this notion, stating that “researchers should explore how personal characteristics, such
as self-efficacy, perceptions of inequity, or functional expertise, influence the experiences of
women and people of color” (p. 968). Determining the personal characteristics, specifically selfefficacy, of current Black women in leadership positions may be used by career counselors,
human resource development professionals, career coaches and organizations to help not only
Black women but also women in general. Further, it will help to ensure that organizations are
able to leverage diversity in their organization which strengthens their overall competitive
advantage.
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Chapter III
METHOD
The purpose of this study was to examine the career and leadership self-efficacy beliefs
of Black women in leadership positions. Black women are underrepresented in leadership
positions within Fortune 500 organizations. The extent to which self-efficacy influences the
leadership ability of Black females is unknown. There are a variety of frameworks that exist to
explain career and leadership self-efficacy. This study employed a series of measurement
instruments to measure self-efficacy, leadership, leadership self-efficacy, and emotional
intelligence. The literature review of women, in general, Black women in particular, suggested
that self-efficacy influences their career progression and leadership abilities (Lent, Brown, &
Hackett, 2002; Johnson-Bailey & Cervero, 2008; Petrides & Furnham, 2000).
Research Design
The primary design of this study was quantitative utilizing survey research. Survey
research, according to Kirk (1995), allows researchers to gather data in the form of an interview
or questionnaire regarding attitudes, opinions, behaviors, and demographic characteristics.
Surveys allow for exploration, descriptions, classifications, and establishment of relationships
among variables presented in a study (Kirk, 1995). When gathering information from a specific
population, survey research has been found to be an effective strategy for design because the
“results can be generalized to the population” (Kirk, 1995, p. 7). Despite these benefits, surveys
also present some areas of concern.
According to Kirk (1995), “surveys rely on the technique of self-report to obtain
information” (p. 7); as a result people may tend to answer questions that are based on
mainstream ideology or social influence. If the data gathered is through interview or paper-based
forms, then it could also be difficult to gather enough information to conduct the study. The
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advent of electronic surveys has helped to minimize some of the areas of concern and is argued
to be among the “efficient, useful sources of information” (Kirk, 1995, p. 8). An electronic
survey was employed for this study.
Table 2 provides a summary of research questions addressed by the survey items.
Table 2
Summary of Research Questions Addressed by Survey Items
Research Question
1
2
3
4
5

Survey Item(s)
1 - 18
1, 10,11, 19-28
2, 6, 9, 11, 13, 15, 29-40
2, 9, 11, 13, 15, 41-56
2, 9, 11, 13, 15, 41-56, 57-86

Participants
The target population for the study was Black females who worked in leadership
positions in Fortune 500 companies. Participants were obtained through convenient, random
sampling. Participants had to meet the criterion used to conduct this study which included being
Black (race), female (gender), and in a mid-level or above leadership position at a Fortune 500
company. For purposes of this study, a mid-level or above leader, is an individual who directly
supervises an individual or group of individuals or has authority and responsibility for a
particular business unit or area of business. Individuals being supervised could be internal or
external (i.e. consultants or vendors) to the organizational entity.
Prior to data collection, permission to conduct the study was requested and granted from
the Institutional Review Board (IRB) at the University of Arkansas, Fayetteville. The population
to be sampled is Black women in leadership positions that are mid-level and above within
Fortune 500 companies. The literature has provided evidence that there is a dearth of Black
women in executive leadership roles (Reynolds-Dobbs, Thomas, & Harrison, 2008; Catalyst,
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2008; Byrnes & Crockett, 2009); thus, it was determined that organizations with membership
bases composed of predominantly Black females would be used to try and reach Black women
who work within Fortune 500 companies. The researcher used the following steps to derive the
sample population for this study:
1. Downloaded a copy of the 2011 Fortune 500 list from CNNMoney.com (2011).
2. Identified the top 10 states that serve as homes for Fortune 500 companies (see Table
3).
3. Identified organizations that are traditionally Black organizations with large female
populations (see Appendix F)
4. Reviewed the national websites of each traditionally Black organization to get an
approximate number of chapters and/or the number of members (see Table 4)
5. Reviewed each organizations structure and identified the total number of
graduate/alumnae chapters available in each of the 10 states (when available). This
information was used to approximate the total population available in the 10 states for
which a sample could be obtained. (see Table 5 and Table 6)
6. Used the chapter locater or “contact us” page to acquire 568 e-mail addresses of
chapter/regional/national level leaders that were located within the 10 states.
7. Placed the e-mail addresses into a Microsoft® Excel spreadsheet for each
organization.
8. Conducted a Google search using the terms “randomized sample”; identified a link
that contained a randomized sample calculator (CustomInsight.com, 2011a)
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9. Used the online calculator to determine the number of survey respondents needed to
get an error rate of 5% at the 95% confidence level. (Total population: 104,516
approximate; Respondents needed: 383)
10. Determined the number of people for which the survey should be sent using the same
calculator to yield a 40% response rate; Total surveys suggested to be sent: 958;
however, only 568 email addresses were available to the researcher and all were
contacted initially.
Each of the steps referenced above are explained in greater detail below:
Steps 1 and 2: Fortune 500 list and state identification.
The steps used to derive the sample population began with a focus on the corporate list
known as the Fortune 500 list. Once the list was reviewed a decision was made to use states as
the best way to organize the information for data presentation. As a result of this decision, the
researcher learned that approximately 65% of the corporate headquarters for Fortune 500
companies were found in 20% of the United States. The 2011 Fortune 500 list showed 10 states
as home to 324 of the Fortune 500 companies in the United States (see Table 3).
Table 3
Top 10 States with Fortune 500 Companies plus One
State
New York
California
Texas
Illinois
Ohio
Pennsylvania
Michigan
Minnesota
New Jersey
Virginia

Number of Companies
57
53
51
31
27
23
22
20
20
20
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Steps 3, 4 and 5: Organization review.
The researcher selected organizations where Black females, who likely work in the
Fortune 500 companies, may hold memberships. The organizations selected were based on an
internal researcher perspective and organizational history. Black sororities were selected because
they contain the general population needed for the study – Black women. An additional factor
considered with regard to Black sororities is also the continued engagement of their membership
base into their graduate/alumnae chapters upon workforce entry following matriculation at a four
year college and/or university education. Each graduate/alumnae chapter usually has a
membership base of 15 to 20 individuals who
These college educated women committed to sisterhood, service, health, economic
empowerment and economic development most likely work in Fortune 500 companies. Thus, in
order to access the targeted population, the researcher contacted graduate/alumnae chapter
leaders or corporate headquarters staff, where information was available, of the following
organizations: Alpha Kappa Alpha Sorority, Inc., Delta Sigma Theta Sorority, Inc., Zeta Phi Beta
Sorority, Inc. and Sigma Gamma Rho Sorority, Inc. to request the participation of their
membership base. Prior to any communication or contact with the organizations, the researcher
reviewed their respective national websites to determine the type of information available with
respect to the membership base; not all sites were consistent in the presentation of data or
information. The general demographics available for each of the four organizations is outlined in
Table 9 (see Appendix F).
Table 4 outlines the overall membership characteristics for each of the four organizations.
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Table 4
Membership Characteristics for Four Historically Black Sororities
Sorority Name

No of
Regions

Number of
Members

Number of Chapters

(approx.)

Alpha Kappa Alpha Sorority, Inc.
(AKA)
Delta Sigma Theta Sorority, Inc.
()
Zeta Phi Beta Sorority, Inc. (Z)
Sigma Gamma Rho Sorority, Inc.
()

10

260,000

959

7

200,000+

900

8
5

125,000+
85,000

800
500

Accessibility to the target population for the study was initially a concern as the
researcher was uncertain of the best method by which to access the target population. The
resultant decision and review of the national websites of the historically Black sororities was
confirmed when contact information was attainable and accessible through each website. The
public information available could then be used to determine the approximate total population
available from which to pull a sample. As a result, a multistage or clustering sampling procedure
was used. “In a multistage or clustering procedure, the researcher first identifies clusters (groups
or organizations), obtains names of individuals within those clusters, and then samples within
them” (Creswell, 2009, p. 148).
The information in Table 4 was used to determine the average number of members in
each chapter. The total number of members for all four organizations is approximately 670,000.
The total approximate number of both graduate/alumnae and undergraduate chapters for all
organizations is 3,179. Alpha Kappa Alpha Sorority, Inc. was the only organization that provided
the breakdown of graduate versus undergraduate chapters (556 and 403 respectively). The
average number of members per chapter was derived by dividing the approximate total number
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of members by the approximate total number of chapters. The result was an average of
approximately 212 members per chapter. This information was used to calculate the estimated
population available within the 10 states. Table 5 outlines the total number of chapters for each
of the four organizations within each of the 10 states.
Table 5
Total Number of Chapters by the Top 10 States within the Four Organizations
Organizations
AKA

Z

Total

NY
27
18
1*
11
57

CA
35
31
1*
24
91

TX
42
41
1*
1*
85

IL
28
12
1*
12
53

OH
16
11
1*
9
37

PA
8
11
1*
7
27

MI
20
4
1*
6
31

MN
1
1
1*
0
3

NJ
18
12
1*
8
39

VA TOTAL
32
227
28
169
1*
10
9
87
70
493

*Note: Organizational chapter counts are based on the mention of at least one state director or officer for
that region or state. Actual chapter numbers are not represented in those columns only estimates.

The total number of chapters available to contact for this research effort is estimated to be
493 within the 10 states that are home to nearly 324 Fortune 500 companies. The total population
accessible within the 10 states from the four organizations is estimated to be 104,516. Table 6
outlines the population characteristics for each of the four organizations within each of the 10
states.
Table 6
Total Estimated Population by the Top 10 States within the Four Organizations
Organizations
NY
CA
TX
IL
OH
PA
MI
MN
NJ
VA
TOTAL
AKA
5,724 7,420 8,904 5,936 3,392 1,696 4,240 212 3,816 6,784 48,124
3,816 6,572 8,692 2,544 2,332 2,332
848 212 2,544 5,936 35,828

212*
212*
212*
212* 212* 212* 212* 212* 212*
212*
2,120
Z
2,332 5,088
212 2,544 1,908 1,484 1,272
0 1,696 1,908 18,444

Total
12,084 19,292 18,020 11,236 7,844 5,724 6,572 636 8,268 14,840 104,516
*Note: Organizational chapter counts are based on the mention of at least one state director or officer for
that region or state. Actual chapter numbers are not represented in those columns only estimates.
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Steps 6 and 7: Acquisition of e-mail addresses and communication.
The researcher acquired the e-mail addresses of graduate/alumnae
chapter/regional/national level leaders using each organizations respective chapter locator (by
state or by region) and/or their “contact us” page. The e-mail addresses were documented in a
single column using a Microsoft® Excel spreadsheet. The resultant list contained 568 e-mail
addresses that could be used for initial respondent contact. While a multistage or clustering
procedure was used, the overall selection process of respondents was based on the convenience
and availability of their information which is considered a nonprobability or convenience sample
(Babbie, 1990, as cited in Creswell, 2009).
Each of the organizations referenced were selected as a starting point for the study
because either their membership demographic or mission aligned with the objectives of this
study. Initial communication was sent to the Executive Director, regional leader or
graduate/alumnae chapter president of four historically Black sororities: Delta Sigma Theta
Sorority, Inc., Alpha Kappa Alpha Sorority, Inc., Zeta Phi Beta Sorority, Inc., and Sigma
Gamma Rho Sorority, Inc. Each of the graduate/alumnae chapter/regional/national leaders was
contacted through e-mail to provide information about the study, its purpose, and to request their
support and assistance with the research effort. They were asked to forward the communication
to their respective membership base, estimated to be at 15 – 20 members. The communication
also noted that any participation received was voluntary. The e-mail was sent by the researcher
with a link to the survey instrument. A copy of the communication sent to these organizations is
available in the appendix (Appendix B).

58
Steps 8, 9 and 10: Survey respondents and response rate.
The researcher used the online calculator to determine the number of survey respondents
needed to get an error rate of 5% at the 95% confidence level (CustomInsight.com, 2011). The
total population available was estimated to be approximately 104,516. The sample available to
contact from the target population was 568. Using the data inputs of 5% error rate with the total
population, the total number of survey respondents determined to be needed was estimated to be
383. When considering the response rate desired, 40%, the number of surveys that should be sent
to yield the desired results was 958. If each graduate/alumnae chapter/regional/national leader
sends the request for participation communication to their respective membership base, it is
possible to meet or exceed the recommended survey count of 958.
Data Collection
Data were collected using an online survey, created in Qualtrics, a web-based survey
generation tool available at the University of Arkansas free to students with Institutional Review
Board (IRB) approval. As multiple instruments were proposed for this study, permission was
requested from each instrument author/owner to place their respective questions with questions
from other instruments in a singular online survey.
The online survey contained demographic questions which included but was not limited
to – age, position title, geographic location, salary range, industry, length of time in current
position, and length of time with organization. This information was coupled with questions
from four instruments, the Leadership Self-Efficacy Scale (LSE), Leadership Practices Inventory
(LPI), General Self-Efficacy (GSE) Scale and Wong and Law’s (2002) Emotional Intelligence
(WLEIS) Scale. Each scale has been validated by the respective owner of the instrument.
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Participants were informed of the approximate time commitment of 30 minutes to
complete the questionnaire. The e-mail included a link to the questionnaire(s) and all
corresponding contact information for the researcher and faculty advisor. The researcher
administered all questionnaires and conducted all analysis for the study. The confidentiality
statement that was included in the e-mail was: “Confidentiality: All information retrieved or
used will be recorded anonymously. Results from the research will be reported as aggregate
data.” Participants were informed that by completing the questionnaire that they were agreeing
or giving their consent to participate in this study.
Instrumentation
All of the independent and dependent variables proposed in the study were assessed using
reliable and valid self-report measures. Since the focus of the study was to gain understanding of
the career self-efficacy of Black women in leadership positions in Fortune 500 companies,
instruments that measure each individual variable were selected. The results were then used to
measure the relationship between self-efficacy, leadership, and interpersonal skills.
Self-efficacy measures.
The dependent variable leadership self-efficacy was measured using the Leadership SelfEfficacy (LSE) scale. Leadership self-efficacy (or LSE) is defined as “a person’s belief that he or
she can exercise leadership successfully and set a direction for teamwork and build relations with
followers to gain their commitment to changing the goals” (Paglis & Green, 2002, p. 216). In
other words, LSE determines the level of belief that an individual has as it relates to leadership
role performance. The Leadership Self-Efficacy Scale measures perceived capabilities to
perform leader roles.
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The Leadership Self-Efficacy Scale is a 12 item scale that looks at three dimensions of
leadership self-efficacy. The LSE scale, designed by Paglis (1999), measures leadership selfefficacy as an outcome of a specific behavior fueled by internal motivational factors. The three
dimensions that are measured include direction-setting, gaining commitment, and overcoming
obstacles. Reliability for the LSE has been established for the 3 dimensions with coefficient
alphas of .86, .92 and .86 respectively.
This instrument was chosen for this study as it is believed to be the measure that would
best address the second research question – What is the leadership self-efficacy of Black women
who are currently in leadership positions in Fortune 500 companies? The literature review also
supports use of this instrument for leadership self-efficacy measurement. As a result of using the
LSE for this study, it will allow for comparative data analysis with other research available for
different populations.
Leadership practices inventory.
The first independent variable, self-efficacy, was measured using Kouzes and Posner’s
(1997) Leadership Practices Inventory (LPI). The LPI measures leader behavior as self reported
to be “personal best”. There are 30 items on the LPI that are grouped into five leadership
practices: challenging the process, inspiring a shared vision, enabling others to act, modeling the
way, and encouraging the heart.
The LPI was originally a qualitative survey that was conducted using case study
methodology and interviews with more than 1300 managers over a period of time
(approximately 3 years). Internal consistency of the LPI-Self ranges from .70 - .85. Cross
cultural and gender studies found few to no significant differences respectively. Other studies
have been conducted to examine the relationship of the five LPI practices to job satisfaction,
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organizational commitment, productivity, and visionary leadership (Stoner-Zemel, 1988). In
addition to the LPI, general self-efficacy would also be measured.
This instrument was chosen because it is a self-report measure on the individual beliefs
regarding their current leadership behavior. The self-efficacy construct is about producing or
achieving varying levels of attainment. For this study, leadership attainment is the level that is
being examined and thus the LPI is an instrument that would help to address the research
questions.
General self-efficacy measures.
General self-efficacy measures individual appraisal of efficacy with regard to a domain
and understanding of individual capability (Chen et al., 2001). The General Self Efficacy Scale
(GSE) was created to assess perceived self-efficacy with the goal to assist individuals with
coping and adaptation following stressful life events (Schwarzer & Jerusalem, 1995). For Black
women in leadership positions at Fortune 500 companies, there may be stressful events that
occur that limit or hinder their ability to cope; thus, this instrument was needed to get a general
understanding of the self-efficacy of Black females.
This self report measure contains 10 items and has been used in numerous studies
internationally. Cronbach’s alpha coefficients range from .76 to .90 from a sample of 23 nations
(Schwarzer & Jerusalem, 1995). Sample statements from the GSE include “I am confident that I
could deal efficiently with unexpected events” or “I can always manage to solve difficult
problems if I try hard enough”. Correlation studies have shown positive and negative coefficients
among certain variables. Positive coefficients were found in favorable emotions, dispositional
optimism and work satisfaction while negative coefficients were found in depression, anxiety,
stress, burnout and others (Schwarzer & Jerusalem, 1995).
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The GSE does not measure specific behavior change and requires specific questions
added to the survey. Schwarzer and Fuchs (1996) provide details on how to write additional
questions. For the purposes of this study, rather than write additional questions to measure
specific behavior change, emotional intelligence measures were used to measure interpersonal
skills.
Emotional intelligence measures.
Emotional intelligence is suggested as an investment tool that will impact climate and
organizational performance and has been infused into leadership development programs to
ensure emotional learning takes place. Several factors, including adaptability and interpersonal
skills have been identified as characteristics and/or behaviors required to lead within an
organization. Dearborn (2002) issued a challenge on the behavioral change taking place as a
result of leadership development programs. The result of the challenge posed by Dearborn
(2002) was the use of emotional intelligence research and instruments as a way to quantify a
change in behavior.
Bar-On (2004) defines emotional intelligence (EI) as “an array of non-cognitive capabilities,
competencies, and skills that influence one’s ability to succeed in coping with environmental
demands and pressures” (p. 14). In 2000, Bar-On defined emotional intelligence as “an array of
emotional and social knowledge and abilities that influence overall ability to effectively cope
with environmental demands” (as cited in Cherniss & Goleman, 2001, p. 17). The “array” (p. 17)
as used in the definition referred to four characteristics: 1) awareness and understanding of
oneself; 2) awareness, understanding and relation to others; 3) emotion management and impulse
control; and 4) social adaptability and problem solving.
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Comparing Bar-On’s definitions from 2000 to 2004, demonstrates the expansion of the
definition to include multiple facets of leadership that have emerged. The evolution of Bar-On’s
definition still leaves a question on how the construct could be limited to only external pressures
and demands. Would emotional intelligence not also include internal pressures and demands or
expectations that a person puts on him or herself? The definition seems limited as it does not
account for predisposition to individual pressure such as “I’ve got to make the team”; “I have to
be great” or “I must succeed”. Initially these types of thoughts might be fueled by external
environments, but they are replaying in the heart and mind of the individual. Bem and Allen
(1974) concur, suggesting that personal factors are key predictors in behavioral outcomes
whether normal or abnormal; perhaps Bar-On’s research reflects some of the thoughts of Bem &
Allen. Since this study focuses on the beliefs of individuals to be a leader and encompasses the
environmental or societal influences, it was necessary to include a measurement of emotional
intelligence as a basis for understanding.
Several measures of emotional intelligence exist; however, the measure that was used for this
study is the Emotional Intelligence Scale (EI Scale) that was constructed and validated by Wong
and Law (2002). The EI Scale, herein referred to as WLEIS, is a 16 item measure that was
purposively designed to be a sound measure of emotional intelligence. The “internal consistency
reliability for the four factors (each with four items) ranged from .83 to .90” (Wong & Law,
2002, p. 254) during validation of the 16 items. A cross-validation of the four factors within the
WLEIS has also been done. The results showed reliability estimates of .92, .91, .84 and .93
respectively for self-emotion, uses of emotion, regulation of emotion and others’ emotion (Wong
& Law, 2002).
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The major content sections for the overall instrument include the implied consent,
demographics information, the general self-efficacy scale, leadership self-efficacy scale,
leadership practices inventory and the WLEIS or emotional intelligence scale and the closing
instructions. A copy of all items is available in the appendices (see appendices B, C, D, E, F, and
G). The scales used to measure the items on the instrument varies but are outlined in Table 7.
The GSE, LSE, LPI and WLEIS are continuous scales. The demographic items are measured
using categorical scales. “Continuous scales are items measured from strongly agree to strongly
disagree while categorical scales are items measured using yes/no responses or rank order of
importance” (Creswell, 2009, p. 150).
Data Analysis
During the initial study, all completed questionnaires were thoroughly examined for
errors, coded, and organized for analysis using SPSS. The data were analyzed to determine the
reliability of the instrument. Reliability testing of the instrument reveals Cronbach’s Alpha
Coefficients, which suggested that the questionnaire items were consistent with its prior use by
the original developers (Preskill, et al., 1999; Russ-Eft, et al., 2001).
Both descriptive and inferential statistical methods were employed. Descriptive statistics
were used to compute the demographic variables, including frequencies and percentages for the
categorical variables (i.e. age, whether or not she participated in a leadership development
training program) and continuous variables (i.e. LSE, GSE). Descriptive statistics also include
means and standard deviations. Descriptive analysis, according to Creswell (2009), “indicate[s]
the means, standard deviations and range of scores” (p. 152) for the independent (IV) and
dependent (DV) variables in the study.
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Inferential statistics were used to address the research questions of the study using an
alpha level of .05. The number of dependent, independent and control variables combined with
the type of scale were used to determine the statistical test to be employed for this study.
Whether or not the nature of the research question is to compare groups or determine the
relationship between variables, there are some parameters that can be used to select statistical
tests (Creswell, 2009). For example, if there are 1 or more independent variables with 1
dependent variable and the types of scores are categorical and continuous respectively then the
analysis of variance is the statistical test that should be employed assuming normal distribution
of scores. Additional information on the types of statistical tests that could be employed is
available in Creswell’s (2009) book.
Research question 1 is a profile and was built using the demographic variables identified
for the study. Research question 2 compared groups of independent variables (age, tenure and
experience) to the dependent variable (self-efficacy). As a result of multiple independent
variables and one dependent variable, the statistical test employed was the Analysis of Variance
or ANOVA. Research question 3 compared groups of independent variables (age, tenure and
experience) to the dependent variable (leadership self-efficacy). The statistical test employed for
this question was also an ANOVA.
Research question 4 sought to compare the independent variables (age and experience) to
the dependent variables emotional intelligence. The statistical test that was to be employed was
the ANOVA; however, examining the mean differences for the emotional intelligence and
leadership practices scales was of greater interest. Thus, the statistical test employed for research
question 4 was the multiple analysis of variance (MANOVA). The MANOVA was selected
because there were two dependent variables (emotional intelligence and leadership practices
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inventory) on the independent variables age and experience. ANOVA tests were conducted as a
follow-up test to the MANOVA for each of the dependent variables. The ANOVA test was also
run to include the tenure variable which was thought to have some effect on interpersonal skills.
Research question 5 sought to compare the independent variable (experience) to multiple
dependent variables (leadership practices inventory and emotional intelligence). The statistical
test employed for research question 5 was two-fold: correlation of the two dependent variables
and standard multiple regression to determine the relationship, if any, between the independent
and dependent variables. Table 7 outlines the variables and statistical test used to measure each
variable for the four research questions.
Table 7
Variables and Statistical Test Measures
Research Variable
Factors of Variables
Question Name
1
Demographic Age
Variables
Years of work
experience (tenure)
Years of leadership
experience (experience)
Income
2
General Self- GSE
Efficacy
(GSE)

3

Leadership
Self-Efficacy
(LSE)

Type of
Scales
Categorical
Categorical

Type of
Variable
Independent
IV

Categorical

IV

Categorical
Continuous

IV
DV

LSE – Communication
Continuous
(LSEC)
LSE – Direction (LSED) Continuous
LSE – Obstacles
(LSEO)
Continuous

DV
DV
DV

Statistical
Test
Descriptive
Statistics

Descriptive
Statistics
Correlation
(GSE)
ANOVA
(age, tenure
and
experience)
Descriptive
Statistics
Correlation
(LSE)
ANOVA
(age, tenure
and
experience)
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4

Leadership

Emotional
Intelligence

5

Leadership

Emotional
Intelligence

Inspire a Shared Vision
(ISV)
Challenge the Process
(CTP)
Enable Others (EO)
Model the Way (MTW)
Encourage the Heart
(ETH)
Self-Emotions Appraisal
(SEA)
Others-Emotions
Appraisal (OEA)
Use of Emotion (UOE)
Regulation of Emotion
(ROE)
Inspire a Shared Vision
(ISV)
Challenge the Process
(CTP)
Enable Others (EO)
Model the Way (MTW)
Encourage the Heart
(ETH)
Self-Emotions Appraisal
(SEA)
Others-Emotions
Appraisal (OEA)
Use of Emotion (UOE)
Regulation of Emotion
(ROE)

Continuous

DV

Continuous

DV

Continuous
Continuous
Continuous

DV
DV
DV

Continuous

DV

Continuous

DV

Continuous
Continuous

DV
DV

Continuous

DV

Continuous

DV

Continuous
Continuous
Continuous

DV
DV
DV

Continuous

DV

Continuous

DV

Continuous
Continuous

DV
DV

Descriptive
Statistics
MANOVA
(age,
experience)

Descriptive
Statistics
Correlations
(emotional
intelligence
scales and
leadership
scales)
Standard
multiple
regression
(emotional
intelligence)

Post Hoc analysis.
The data were compiled and analyzed in SPSS. All possible pairwise comparisons were
considered for the current analysis. Post hoc analyses were not performed on the data as a result
of small group sizes that would hinder accuracy in the results obtained.
Summary
The purpose of this study was to examine the career and leadership self-efficacy beliefs
of Black women in leadership positions. This chapter provided the design details used to analyze
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the career and leadership self-efficacy of Black female leaders in Fortune 500 companies. The
extent to which self-efficacy influenced the leadership ability of Black females was unknown;
thus, the selection criteria were limited to participants who were Black, female, and in a midlevel or above leadership position. The method employed to derive the population and the selfreported responses of participants were selected to provide answers to the research questions and
insights regarding the hypotheses.
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Chapter IV
RESULTS
This chapter presents the results of the empirical portion of the study and is organized as
follows. First, descriptive statistics are presented, followed by a presentation of the inferential
statistics used for Black women leaders in Fortune 500 and non-Fortune 500 companies. The
target audience for this study was Black women leaders in Fortune 500 companies; however,
Black women leaders in non-Fortune 500 companies also opted to participate. A summary
concludes the chapter.
Descriptive Statistics
The researcher contacted graduate/alumnae chapter leaders or corporate headquarters
staff, where information was available, of the following organizations: Alpha Kappa Alpha
Sorority, Inc., Delta Sigma Theta Sorority, Inc., Zeta Phi Beta Sorority, Inc. and Sigma Gamma
Rho Sorority, Inc. to request the participation of their membership base. Prior to any
communication or contact with the organizations, the researcher reviewed their respective
national websites to determine the type of information available with respect to the membership
base; not all sites were consistent in the presentation of data or information. The general
demographics available for each of the four organizations is outlined in Table 71 (see Appendix
G).
The total targeted sample size for the study was 568 based on the email addresses
obtained via organizational websites. Of the 568 email addresses entered into the Qualtrics
system panel, only 555 emails were returned as valid. A total of 331 responses were obtained
from the survey which is approximately a 60% response rate. This exceeded the targeted
response rate of 40%. Of the participants who responded to the survey only 169 surveys were
completed. All participants in the study were Black women. The variation in sample size is due
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to the variation in the number of women who responded to each individual question. When no
response was provided, the system rendered that response as missing. Table 8 shows the matrix
for data collected and reviewed for this study.
Table 8
Matrix of Data Collected by Response to Informed Consent and Provision of Company
Information
Informed Consent
I wish to continue
Company name Provided
Company name Not
provided
Not Applicable
Total

No
Response

Total

171
118

Informed Consent
I DO NOT wish to
continue
N/A
N/A

3
13

174
131

N/A
289

26
26

N/A
16

26
331

Table 9 provides an outline of the item responses that were used to address the research
questions that guided this study.
Table 9
Item Responses Guide to Addressing Research Questions
Research Question
1
2
3
4
5

Survey Item(s)
1 - 18
1, 10,11, 19-28
2, 6, 9, 11, 13, 15, 29-40
2, 9, 11, 13, 15, 41-56, 57-86
2, 9, 11, 13, 15, 41-56, 57-86

Research Question 1: What is the profile of Black women in Fortune 500 companies?
The majority of the respondents were referred by members of Delta Sigma Theta
Sorority, Inc. (DST), which is the organization for which the researcher is a member. Black
women in Fortune 500 companies who participated in this study were from 28 states,
representing more than 30 companies. There were 23 position titles referenced, the highest level
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attained being that of Vice President. Their average time in the leadership position was nearly 3
to 4 years. Some other characteristics of this group of Black women are as follows:


33.3% of respondents held a leadership position for 1–3 years.



91.4% had 10+ years of general work experience (tenure).



53.1% had been in their current roles for 1-3 years.



74% had participated in some type of leadership development program.



88.2% of the respondents began working prior (wageage) to age 19.



91.2% of the respondents were ages 25 to 54.



51.4% of the respondents have never been married.



60% of respondents do not have children.



65.7% had a master’s (51.4%) or professional degree (14.3%).



60% had an income level above $100,000.

Tables 10 through 21 provide the demographic information reported from respondents
including race, state of residence, Fortune 500 company name, current leadership position status
(experience), current position title, length of time in a leadership position, length of time in
current position, participation in a leadership development program, age, marital status,
educational level completed, income, number of children, age at which respondents began to
work for wages (wageage), number of years of participation in the labor force (tenure), and the
referring organization for the study.
The study sought information from Black females. There was an expectation that 100%
of the respondents would indicate that they were Black and was the case for those who specified
a company that was validated as a Fortune 500 company. However, there was one respondent
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who indicated that their race to be mixed. This person was not included because they chose not
to identify as a Black female.
Participants were sought only from the top 10 states that were home to Fortune 500
companies. However, participants were able to specify other states beyond the 10 listed. As a
result 28 states were represented. After verifying the accuracy of the data, the states were
manually counted.
A similar manual review and data cleaning process was used to determine the number of
Fortune 500 companies represented from the respondent population. Companies were coded
using their Fortune ranking to ensure that there was no duplicate company listing. Of the
respondents who listed a company that was verified to be a Fortune 500 company, only 30 of the
top 500 companies were employers to Black participants in this study.
Ten leadership title options were presented to participants in the study. The variable,
Currenttitle, denotes the current title held by the respondent. Of the respondents who worked in a
Fortune 500 companies 19 indicated a title other than those presented in the survey (see
Appendix H). Those responses were coded and used to determine the highest position level
achieved by the Black women who participated in the study. The coding was done manually at
first and then inputted into SPSS for Windows 20 software for analysis and data interpretation.
Thus, the highest currently held position among respondents was the title of Vice President.
All demographic variables tables are presented in Tables 11 to 21. Tables were not
provided for race, state of residence, Fortune 500 Company, or current title because tables were
not suitable to represent this information.
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Table 10 reports the frequencies and percentages associated with the length of time in a
leadership position. The greatest length of time in a leadership position held by respondents was
1 – 3 years at 33.3%.
Table 10
Demographics Reported by Length of Time in a Leadership Position for Fortune 500 Companies

Valid

Missing
Total

LESS THAN 1 YEAR
1 - 3 YEARS
4 - 6 YEARS
7 - 9 YEARS
10+ YEARS
Total
NO RESPONSE

Frequency

Valid Percent

7
14
7
2
12
42
8
50

16.7
33.3
16.7
4.8
28.6
100.0

Cumulative
Percent
16.7
50.0
66.7
71.4
100.0

Table 11 reports the frequencies and percentages associated with length of time in current
position. The highest percentages of respondents that have held their current position were in the
category of 1 – 3 years.
Table 11
Demographics Reported by Length of Time in Current Position for Fortune 500 Companies

Valid

Missing
Total

LESS THAN 1 YEAR
1 - 3 YEARS
4 - 6 YEARS
7 - 9 YEARS
10+ YEARS
Total
NO RESPONSE

Frequency

Valid Percent

7
26
7
1
8
49
1
50

14.3
53.1
14.3
2.0
16.3
100.0

Cumulative
Percent
14.3
67.3
81.6
83.7
100.0
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Table 12 reports the frequencies and percentages associated participation in a leadership
development program. Of those who responded to the survey, 74% have participated in a
leadership development program of some kind.
Table 12
Demographics Reported by Leadership Development Program Participation for Fortune 500
Companies

YES
NO
Total

Valid

Frequency
37
13
50

Valid Percent
74.0
26.0
100.0

Cumulative Percent
74.0
100.0

Table 13 reports the frequencies and percentages associated with length of time in the
labor force. All respondents (100%) had 7+ years of tenure in the labor force.
Table 13
Demographics Reported by Length of Time in the Labor Force (Tenure) for Fortune 500
Companies

Valid

Missing
Total

< 1 YEAR
2 – 3 YEARS
4 – 6 YEARS
7 - 9 YEARS
10+ YEARS
Total
Missing

Frequency
0
0
0
3
32
35
15
50

Valid Percent
0.0
0.0
0.0
8.6
91.4
100.0

Cumulative Percent
0.0
0.0
0.0
8.6
100.0

The original item response for the wage age variable, which represents the respondent’s
age at the time they entered the labor force, allowed respondents to input text. Upon review of
the frequency of the responses which included the age that was inputted by respondents (e.g. 12);
the information was recoded into five categories as shown in Table 14. All of the respondents
(100%) began work at age 23 or below.
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Table 14
Demographics Reported by Wage Age for Fortune 500 Companies

Valid

Missing
Total

Under 12
12 - 15
16 - 19
20 - 23
24+
Total
NO RESPONSE

Frequency
0
12
18
4
0
34
16
50

Valid Percent Cumulative Percent
0.0
0.0
35.3
35.3
52.9
88.2
11.8
100.0
0.0
100.0
100.0

Table 15 reports the frequencies and percentages based on organizational referral for the
study. Delta Sigma Theta Sorority, Inc. referred 60% of respondents for this study. This is the
sorority for which the researcher is a member.
Table 15
Demographics Reported by Referral for Fortune 500 Companies

Valid

Missing
Total

AKA
DST
SGR
ZPB
Other
Total
No Response

Frequency
9
21
0
0
5
35
15
50

Valid Percent Cumulative Percent
25.7
25.7
60.0
85.7
0.0
85.7
0.0
85.7
14.3
100.0
100.0

Table 16 reports the frequencies and percentages associated with respondents’ age. Of
those who responded to the survey that worked in a Fortune 500 company, the age range was
wide (91.2%) were between the ages of 25 to 54 with the remaining 8.8% between the ages of 55
to 64.
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Table 16
Demographics Reported by Age for Fortune 500 Companies

Valid
Missing
Total

Under 25
25 to 54
55 to 64
65+
Total
Missing

Frequency
0
31
3
0
34
16
50

Valid Percent
0.0
91.2
8.8
0.0
100.0

Cumulative Percent
0.0
91.2
100.0
100.0

Table 17 reports the frequencies and percentages associated with respondents’ marital
status. There were more unmarried Black women leaders (51.4%) than married (45.7%).
Table 17
Demographics Reported by Marital Status for Fortune 500 Companies

Valid

Missing
Total

NOW MARRIED
WIDOWED
DIVORCED
SEPARATED
NEVER MARRIED
Total
Missing

Frequency
16
0
1
0
18
35
15
50

Valid Percent Cumulative Percent
45.7
45.7
0.0
45.7
2.9
48.6
0.0
48.6
51.4
100.0
100.0

Table 18 reports the frequencies and percentages associated with the educational level of
respondents. One of the delimitations of the study specified that participants were highly
educated. Table 18 validates this claim and shows that 100% of respondents have a college
education.
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Table 18
Demographics Reported by Educational Level for Fortune 500 Companies

Valid

Missing
Total

1 Or More Years Of College,
No Degree
Associate Degree
Bachelor's Degree
Master's Degree
Professional Degree
Doctorate Degree
Total
Missing

Frequency

Valid Percent

0

0.0

0
12
18
5
0
35
15
50

0.0
34.3
51.4
14.3
0.0
100.0

Cumulative
Percent
0.0
0.0
34.3
85.7
100.0
100.0

Table 19 reports the frequencies and percentages associated with current income level.
Only 2.9%, or 1 respondent, had an income level below $50,000 and 60% of respondents
reported an income above $100,000.
Table 19
Demographics Reported by Income for Fortune 500 Companies

Valid

Missing
Total

BELOW $50,000
$50,000 TO $75,000
$75,000 TO $100,000
ABOVE $100,000
Total
Missing

Frequency

Valid Percent

1
4
9
21
35
15
50

2.9
11.4
25.7
60.0
100.0

Cumulative
Percent
2.9
14.3
40.0
100.0

Table 20 reports the frequencies and percentages associated with number of children. Of
the 35 participants who responded to this question, 60% of them did not have a child.
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Table 20
Demographics Reported by Number of Children (N = 50) for Fortune 500 Companies

Valid

Missing
Total

NONE
1-4
5-9
10+
Total
Missing

Frequency
21
14
0
0
35
15
50

Valid Percent
60.0
40.0
0.0
0.0
100.0

Cumulative Percent
60.0
100.0

Research Question 2: What is the self-efficacy of Black women who are currently in
leadership positions in Fortune 500 companies?
A one-way analysis of variance was conducted to evaluate the relationship between age,
experience and tenure and the dependent variable, general self-efficacy (GSE). Tables 21, 22 and
23 show the results of the ANOVA for each of the independent variables. There was no
statistical significance found for either of the ANOVAs. The independent variable, age, included
2 groups: group 2 – “25 to 54” and group 3 – “55 to 64”. The dependent variable was the level of
general self-efficacy beliefs as indicated by respondents. The ANOVA was not significant, F(1,
32) = .30, p = .59 based on a p < .05. The strength of relationship between age and general selfefficacy, as assessed by 2, was weak, with the age variable accounting for 1% of the variable of
the dependent variable. Follow-up tests were not conducted as the overall F statistic was not
significant. The results of the one-way analysis of variance are shown in Table 21.
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Table 21
Analysis of Variance of General Self-Efficacy based on Age for Fortune 500 Companies
Source

Type III Sum
of Squares
.032a

df Mean Square

F

Sig.

Corrected
1
.032
.304
Model
Intercept
140.193
1
140.193 1348.810
AGE
.032
1
.032
.304
Error
3.326
32
.104
Total
428.300
34
Corrected Total
3.358
33
a. R Squared = .009 (Adjusted R Squared = -.022)
p < .05

.585

Partial Eta
Squared
.009

.000
.585

.977
.009

A one-way analysis of variance was conducted to evaluate the relationship between
experience and the general self-efficacy beliefs of Black women in Fortune 500 companies. The
independent variable, experience which was defined as those who currently hold a leadership
position, included 2 groups: group 1 – “yes” and group 2 – “no”. The dependent variable was the
level of general self-efficacy beliefs as indicated by respondents. The ANOVA was not
significant, F(1, 34) = .02, p = .88 based on a p < .05. The strength of relationship between age
and general self-efficacy, as assessed by 2, was weak, with the experience variable accounting
for only 1% of the variability of the dependent variable. Follow-up tests were not conducted as
the overall F statistic was not significant. The results of the one-way analysis of variance are
shown in Table 22.
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Table 22
Analysis of Variance of General Self-Efficacy based on Experience for Fortune 500 Companies
Source

Type III Sum
df Mean Square
of Squares
Corrected Model
.002a
1
.002
Intercept
397.620
1
397.620
EXPERIENCE
.002
1
.002
Error
3.240
34
.095
Total
449.860
36
Corrected Total
3.242
35
a. R Squared = .001 (Adjusted R Squared = -.029)
p < .05

F

Sig.

.023
4172.556
.023

.880
.000
.880

Partial Eta
Squared
.001
.992
.001

A one-way analysis of variance was conducted to evaluate the relationship between
experience and the general self-efficacy beliefs of Black women in Fortune 500 companies. The
independent variable, tenure, included 2 groups: group 4 – “7 - 9” years and group 5 – “10+”
years of experience. The dependent variable was the level of general self-efficacy beliefs as
indicated by respondents. The ANOVA was not significant, F(1, 33) = .34, p = .57. The strength
of relationship between tenure and general self-efficacy, as assessed by 2, was weak, with the
tenure variable accounting for only 1% of the variability of the dependent variable. Follow-up
tests were not conducted as the overall F statistic was not significant. The results of the one-way
analysis of variance are shown in Table 23.
Table 23
Analysis of Variance of General Self-Efficacy based on Tenure for Fortune 500 Companies
Source

Type III Sum
df Mean Square
of Squares
Corrected Model
.034a
1
.034
Intercept
140.426
1
140.426
TENURE
.034
1
.034
Error
3.341
33
.101
Total
439.860
35
Corrected Total
3.375
34
a. R Squared = .010 (Adjusted R Squared = -.020)

F

Sig.

.337
1386.881
.337

.566
.000
.566

Partial Eta
Squared
.010
.977
.010
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Table 24 gives a summary of the GSE variables, their definitions and the items.
Participants responded to each item on a 4 point scale with 1 being “Not at all true” and 4 being
“Very True”. Items 1 – 10 yield a total score for the General Self-Efficacy scale. There were no
subscales for this variable.
Table 24
General Self-Efficacy (GSE) Scale Item Summary
Variable
GSETOTAL

Definition
Total general self efficacy scale

GSE1

Score on item 1 on the GSE Scale

GSE2

Score on item 2 on the GSE Scale

GSE3

Score on item 3 on the GSE Scale

GSE4

Score on item 4 on the GSE Scale

GSE5

Score on item 5 on the GSE Scale

GSE6

Score on item 6 on the GSE Scale

GSE7

Score on item 7 on the GSE scale

GSE8

Score on item 8 on the GSE Scale

GSE9

Score on item 9 on the GSE Scale

GSE10

Score on item 10 on the GSE Scale

Item
Sum of GSE1 to GSE10
I can always manage to solve difficult
problems if I try hard enough
If someone opposed me, I can find means
and ways to get what I want
It is easy for me to stick to my aims and
accomplish my goals
I am confident that I could deal
efficiently with unexpected events
Thanks to my resourcefulness, I know
how to handle unforeseen situations
I can solve most problems if I invest the
necessary effort
I can remain calm when facing
difficulties because I can rely on my
coping abilities
When I am confronted with a problem, I
can usually find several solutions
If I am in trouble, I can usually think of
something to do
No matter what comes my way, I am
usually able to handle it

Table 25 shows the descriptive statistics for the correlation on the dependent variable,
general self-efficacy or GSE. There were 38 respondents to the GSE items contained within the
survey. On a scale of 1 to 4, the participants answered the items at three or above. The standard
deviation reveals that respondents differed in their responses by no more than .56 standard
deviations away from the mean.
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Table 25
Descriptive Statistics for the Correlation on the Dependent Variable – General Self-Efficacy
(GSE) for Fortune 500 Companies

GSETOTAL
GSE1
GSE2
GSE3
GSE4
GSE5
GSE6
GSE7
GSE8
GSE9
GSE10
N = 38

M
3.53
3.47
3.11
3.53
3.63
3.55
3.76
3.58
3.42
3.55
3.74

SD
.306
.506
.453
.557
.489
.504
.431
.500
.552
.504
.446

Table 26 shows the correlation coefficients that were computed among the total GSE
scale and the 10 items. The correlational analyses presented showed that 31 correlations were
statistically significant and were greater than or equal to .33. The correlational analyses also
revealed a total of 20 correlations that were not statistically significant. Two negative
correlations were found. The negative correlations suggest an inverse relationship between the
two items that were correlated. For example, as Black women leaders rely on their coping
abilities (GSE7) during difficult situations are able to remain calm, their belief about their ability
to find solutions decreases (GSE8). The opposite of this is also true. Black women leaders also
believe that they can solve most problems by investing the necessary effort; however, when
troubling situations present themselves they may not be able to think of what to do. The converse
statement is also true in this example.
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Table 26
Correlations among the Items on the General Self-Efficacy Scale (N=38) for Fortune 500 Companies
GSETOTAL GSE1 GSE2 GSE3 GSE4 GSE5 GSE6 GSE7 GSE8 GSE9 GSE10
GSETOTAL
1
**
GSE1
.68
1
**
GSE2
.56
.25
1
GSE3
.56**
.15
.20
1
**
**
**
GSE4
.72
.51
.42
.24
1
**
**
*
**
GSE5
.66
.43
.33
.19 .52
1
**
*
**
*
GSE6
.60
.41
.13 .42
.34
.37*
1
GSE7
.52** .38*
.20
.14 .34* .41* .40*
1
**
*
*
**
GSE8
.65
.33
.36
.32 .49
.31
.20 -.03
1
**
**
*
**
GSE9
.54
.43
.33
.19
.19
.15 -.003
.20 .50
1
GSE10
.72** .33*
.28 .57** .41* .42** .51**
.22 .46**
.30
1
** Correlation is significant at the 0.01 level (2-tailed).
* Correlation is significant at the 0.05 level (2-tailed).

The results of the correlational analyses presented in Table 26 show that 31 correlations
were statistically significant and were greater than or equal to .33. The correlation between GSE1
and the GSETOTAL scale was statistically significant, r(36) = .68, p < .001. The correlations
between GSETOTAL, GSE4 and GSE10 showed the strongest relationships and significance,
r(36) = .72, p < .001.
In general, the results suggest that if Black women say that they are self-efficacious on
one item, they tended to state that they were also self-efficacious on other items in the GSE
scale. There were a total of 20 correlations that were not statistically significant which are shown
in Table 27. The descriptions of the variables can be found in Table 24.
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Table 27
Summary of Non Significant Correlations for Black Women Leaders in Fortune 500 Companies

GSE1 x GSE2
GSE1 x GSE3
GSE2 x GSE3
GSE2 x GSE6
GSE2 x GSE7
GSE2 x GSE10
GSE3 x GSE4
GSE3 x GSE5
GSE3 x GSE7
GSE3 x GSE8
GSE3 x GSE9
GSE4 x GSE9
GSE5 x GSE8
GSE5 x GSE9
GSE6 x GSE8
GSE6 x GSE9
GSE7 x GSE8
GSE7 x GSE9
GSE7 x GSE10
GSE9 x GSE10
p < .001

Significance Level
Not significant
Not significant
Not significant
Not significant
Not significant
Not significant
Not significant
Not significant
Not significant
Not significant
Not significant
Not significant
Not significant
Not significant
Not significant
Not significant
Not significant
Not significant
Not significant
Not significant

Table 27 shows the correlation values that tended to be lower and not significant. In
general the results say that Black women may not be as self-efficacious when looking at solving
difficult problems and resourcefulness in the face of opposition. There may also be a lack of selfefficacious behavior as it relates to goal setting in the face of solving difficult problems. When a
Black woman is in trouble, instead of thinking of something to do; she may or may not be able to
handle the situation. Because these items are not significant, it is difficult to determine the
relationship between those items.
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Research Question 3: What is the leadership self-efficacy of Black women who are
currently in leadership positions in Fortune 500 companies?
Table 28 provides the descriptive statistics for each of the LSE scales. The range of
values for the LSE was 1 to 11 with 1 being “0% - Not at all confident” and 11 being “100% Completely Confident.” The mean averages indicate that the respondents were on average 80%
confident in their ability to perform tasks from the 12 items presented. The first four items of the
LSE scale are what derive the Direction setting subscale. A sample item for this subscale states
“I can figure out the best direction for where my unit needs to go in the future.” LSE5 to LSE8
were the items that served to define the Commitment subscale. A sample item from this subscale
states “I can gain employees’ commitment to new goals”. The Obstacles subscale was derived
from items LSE9 to LSE12. A sample item states “I can find the needed supporters in
management to back our change efforts.” The total LSE scale was computed using the Mean
(LSE1 to LSE12).
Table 28
Descriptive Statistics for the Leadership Self-Efficacy (LSE) Scales for Black Women Leaders in
Fortune 500 Companies

LSETOTAL
LSED
LSEC
LSEO

M
9.25
9.14
9.76
9.29

SD
1.697
1.917
1.081
1.166

N
38
38
37
37

Correlation coefficients were computed among the four leadership self-efficacy scales.
The results of the correlational analyses presented in Table 29 show that 6 correlations were
statistically significant and were greater than or equal to .46. The correlation between the
direction setting and commitment scales was significant, r(35) = .46, p < .001. The correlation
between the direction setting and obstacles scales was also significant, r(35) = .62, p < .001. The
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correlation between the direction setting and total LSE scale was significant, r(35), = .93, p <
.001. This was the strongest relationship amongst the variables. In general, the results suggest
that if Black women say that they are self-efficacious with regard to leadership in one area of
leadership (i.e. Direction Setting), they tend to state that they are also self-efficacious in the other
leadership domains.
Table 29
Correlations among the Four Leadership Self-Efficacy Scales (N = 37) for Black Women
Leaders in Fortune 500 Companies
Direction Setting
Direction Setting

Commitment

Obstacles

1

Commitment

.46**

1

Obstacles

.62**

.54**

1

Total

.93**

.78**

.86**

** p < .01 (2-tailed)

Research Question 4: Is there a statistically significant difference in the interpersonal skills
of Black women leaders in Fortune 500 companies as measured by emotional intelligence
based on age, tenure or experience?
A one-way multivariate analysis of variance was chosen to answer research question 4.
The MANOVA was selected because there are two dependent variables that could impact the
independent variables age and experience. A one-way multivariate analysis of variance
(MANOVA) was conducted to determine the effect of age on the two dependent variables, total
composite scale scores of Wong and Law’s Emotional Intelligence Scale (WLEIS) and the
Leadership Practices Inventory (LPI). No significant differences were found among the different
age categories on the dependent measures, Wilks’  = .84, F(2, 31) = 2.94, p = .07; p < .05. The
multivariate 2 based on Wilks’  was large, .16. This indicates that 16% of the multivariate
variance of the dependent variable is associated with the age variable.
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Analysis of variance (ANOVA) on the dependent variables was conducted as a follow-up
test to the MANOVA. Each ANOVA was tested at the .05 level. The ANOVA on the total
emotional intelligence scale (WLEISTotal) was statistically significant, F(1, 32) = 4.77, p = .04,
2 = .13. The ANOVA on the leadership practices inventory (LPITotal) was not statistically
significant, F(1, 32) = 3.15, p = .09, 2 = .09. Table 30 provides the details of this analysis.
Table 30
Multiple Analysis Of Variance of WLEIS and LPI on Age for Black Women Leaders in Fortune
500 Companies
Source

Dependent
Variable

Corrected
Model

WLEISTOTAL
LPITOTAL
WLEISTOTAL
LPITOTAL
WLEISTOTAL
LPITOTAL
WLEISTOTAL
LPITOTAL
WLEISTOTAL
LPITOTAL
WLEISTOTAL
LPITOTAL

Intercept
AGE
Error
Total
Corrected
Total

Type III
Sum of
Squares
.662a
3.379b
221.956
854.129
.662
3.379
4.443
34.348
634.195
2424.114
5.105
37.727

df

1
1
1
1
1
1
32
32
34
34
33
33

Mean
Square

F

.662
4.767
3.379
3.148
221.956 1598.497
854.129 795.742
.662
4.767
3.379
3.148
.139
1.073

Sig. Partial Eta
Squared
.036
.086
.000
.000
.036
.086

.130
.090
.980
.961
.130
.090

a. R Squared = .130 (Adjusted R Squared = .102)
b. R Squared = .090 (Adjusted R Squared = .061)
p < .05

A one-way multivariate analysis of variance (MANOVA) was conducted to determine
the effect of experience on the two dependent variables, Wong and Law’s Emotional Intelligence
Scale (WLEIS) and the Leadership Practices Inventory (LPI) total scale scores. No significant
differences were found among the different experience levels on the dependent measures, Wilks’
= .89, F(3, 5854) = 2.28, p = .08; p < .05. The multivariate 2 based on Wilks’  was fairly
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strong, 2 =.11. This indicates that 11% of the multivariate variance of the dependent variable is
associated with the experience level. Table 31 provides the details from this analysis.
Analysis of variance (ANOVA) on the dependent variables was conducted as follow-up
tests to the MANOVA. Each ANOVA was tested at the .05 level. The ANOVA on the total
emotional intelligence scale (WLEISTotal) was not statistically significant, F(1, 31) = .07,
p=.80, 2 =.002. The ANOVA on the leadership practices inventory (LPITotal) was not
statistically significant, F(1, 31) = 3.59, p = .07, 2 =.10. Table 32 provides the details from this
analysis.
Table 31
Multiple Analysis of Variance of WLEIS and LPI on Experience for Black Women Leaders in
Fortune 500 Companies
Source

Dependent
Variable

WLEISTOTAL
LPITOTAL
WLEISTOTAL
Intercept
LPITOTAL
WLEISTOTAL
EXPERIENCE
LPITOTAL
WLEISTOTAL
Error
LPITOTAL
WLEISTOTAL
Total
LPITOTAL
Corrected
WLEISTOTAL
Total
LPITOTAL
Corrected
Model

Type III
Sum of
Squares
.011a
3.932b
514.307
1889.334
.011
3.932
5.115
33.922
616.156
2355.358
5.126
37.854

df

Mean
Square

F

1
.011
.068
1
3.932
3.594
1 514.307 3117.209
1 1889.334 1726.603
1
.011
.068
1
3.932
3.594
31
.165
31
1.094
33
33
32
32

Sig. Partial Eta
Squared
.796
.067
.000
.000
.796
.067

.002
.104
.990
.982
.002
.104

a. R Squared = .002 (Adjusted R Squared = -.030)
b. R Squared = .104 (Adjusted R Squared = .075)

p < .05
A one-way analysis of variance was conducted to evaluate the relationship between age,
tenure, experience and the total leadership practices inventory scale of Black women in Fortune
500 companies. The ANOVA was not significant for any of the independent variables, F(1, 29) =
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2.18, p = .15; F(1, 29) = .18, p = .68; and F(2, 29) = 1.06, p = .36, p < .05, respectively for age,
tenure and experience. The results of the one-way ANOVA are shown in Table 32.
Table 32
Analysis of Variance of Total Leadership Practices Inventory based on Age, Tenure and
Experience for Black Women Leaders in Fortune 500 Companies
Source

Type III Sum of
df
Squares
Corrected Model
6.255a
4
Intercept
5.896
1
AGE
2.367
1
TENURE
.193
1
EXPERIENCE
2.290
2
Error
31.472
29
Total
2424.114
34
Corrected Total
37.727
33
a. R Squared = .166 (Adjusted R Squared = .051)

Mean Square

F

Sig.

1.564
5.896
2.367
.193
1.145
1.085

1.441
5.433
2.181
.178
1.055

.246
.027
.151
.676
.361

Tables 33 and 34 provide the means and standard deviations for the emotional
intelligence and leadership practice inventory scales.
Table 33
Descriptive Statistics for the Emotional Intelligence Dependent Variables for Fortune 500
Companies

WLEISTOTAL
WLEISSEO
WLEISOEA
WLEISUOE
WLEISROE

M
4.30
4.31
4.16
4.55
4.17

SD
.378
.511
.573
.457
.593

N
38
38
38
38
38
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Table 34
Descriptive Statistics for the Leadership Practices Inventory Dependent Variables for Fortune
500 Companies

LPITOTAL
LPIMTW
LPIISV
LPICTP
LPIEOA
LPIETH

M
8.39
8.67
7.81
8.00
8.89
8.57

SD
1.058
.890
1.638
1.419
.668
1.374

N
35
35
35
35
35
35

Correlation coefficients were computed among the five emotional intelligence scales and
the 6 leadership practices inventory scales. The results of the correlational analyses presented in
Table 35 show that 34 of the 66 correlations were statistically significant. The correlation
between LPITotal and LPIISV showed the strongest relationship and was significant, r(33) = .93,
p < .001. The correlation analysis was run to determine if there was a relationship between the
WLEIS and the LPI before being able to conduct any further analysis, such as a regression
analysis.
Correlations and regressions are run when the question asks for the relationship between
variables (Creswell, 2009). Correlations were run on the emotional intelligence and leadership
practices inventory scales to determine the strength of the relationship, if any, that exists. The
strength of relationship, or variance, then could be used to predict the interpersonal skills of
Black women whether measured by EI or LPI.
Positive significant correlations between variables support the research question that
interpersonal skills are influenced by emotional intelligence and the leadership practices
inventory. Positive correlations could also suggest that the two variables measure the same
construct. The magnitude and direction helped to determine the relationship of the constructs as
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measured. Multiple regression analysis followed the correlation to estimate the strength and
direction of the unique contribution that leadership practices had on the emotional intelligence of
participants in the study.

Table 35
Correlations among the Emotional Intelligence and Leadership Practice Inventory Scales for Fortune 500 Companies
WLEISTOTAL WLEISSEO WLEISOEA WLEISUOE WLEISROE LPITOTAL LPIMTW LPIISV LPICTP LPIEOA LPIETH
WLEISTOTAL

1

WLEISSEO

.74**

1

WLEISOEA

.69**

.31

1

WLEISUOE

.51**

.28

.01

1

WLEISROE

.85**

.52**

.52**

.28

1

LPITOTAL

.37*

.09

.34*

.50**

.16

1

.51**

.23

.43**

.46**

.36*

.79**

1

LPIISV

.28

.09

.24

.44**

.07

.93**

.68**

1

LPICTP

.26

.03

.28

.43**

.03

.91**

.62**

.82**

1

LPIEOA

.49**

.20

.43**

.46**

.34*

.79**

.66**

.61**

.67**

1

LPIETH

.28

-.01

.26

.44**

.12

.92**

.64**

.83**

.78**

.70**

LPIMTW

1

** Correlation is significant at the 0.01 level (2-tailed).
* Correlation is significant at the 0.05 level (2-tailed).
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Research Question 5: Are Interpersonal Skills in Emotional Intelligence Related to
Interpersonal Skills as Measured in the Leadership Practices Inventory?
The research question asks for an examination of the relationship between interpersonal
skills in emotional intelligence and interpersonal skills as measured by the leadership practices
inventory. Interpersonal skills, as defined for this study, are the ability of an individual to relate
to another individual in a manner that transcends demographic or personal characteristics such as
culture or ethnicity. Interpersonal skills also includes the ability to relate with others through
written, verbal or face to face communication, recognizing emotions of others, encouraging
others by example or empathizing with individual experience or perspective. Possession of the
ability to influence others further expounds the definition of interpersonal skills.
The variables that most closely meet the definition criteria for interpersonal skills from
Wong and Law’s Emotional Intelligence Scale (WLEIS) were the Others’ Emotion Appraisal
(OEA) and the Regulation of Emotion (ROE) subscales. Kouzes and Posner’s subscales, Enable
Others to Act (EOA) and Encourage the Heart (ETH), also met the interpersonal skills definition
as defined for this study. The subscale, Inspire a Shared Vision (ISV) was reviewed and
determined that only one facet of its definition worked for the interpersonal skills component.
The ISV definition may add to the understanding of the interpersonal skills of Black women
leaders for the purposes of this study though its entire definition did not meet the criteria.
Table 36 below shows the top 10 correlations identified when investigating the
relationship among the emotional intelligence (WLEIS) and leadership practices (LPI) scales.
The strongest relationships are among the total scale and subscales of the respective variables,
WLEIS and LPI. Inspire a Shared Vision (LPIISV) and the total leadership practices inventory
(LPITOTAL) scale showed the strongest relationship and was statistically significant, r(33) =
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.93, p < .001. Encourage the Hearth (LPIETH), Challenge the Process (LPICTP), Model the Way
(LPIMTW), Enable Others to Act (LPIEOA) also correlated to the total leadership practices
inventory scale and were statistically significant at p < .001. Challenge the Process (LPICTP)
and Encourage the Heart (LPIETH) subscales were also correlated to one another and showed
statistical significance, r(33) = .78. Regulation of Others Emotions (WLEISROE) and Self
Emotion Appraisal (WLEISSEO) were the two subscales that showed a strong correlation to the
total emotional intelligence scale (WLEISTotal) and were statistically significant, r(33) = .85 and
r(33) = .74 respectively, at p < .001.
Table 36
Summary of Top 10 Correlational Values for the WLEIS and LPI for Fortune 500 Companies
Scale 1
Scale 2
LPIISV
LPITotal
LPIETH
LPITotal
LPICTP
LPITotal
WLEISROE
WLEISTotal
LPICTP
LPIISV
LPIMTW
LPITotal
LPIEOA
LPITotal
LPIETH
LPICTP
WLEISSEO
WLEISTotal
** Correlation is significant at the 0.01 level (2-tailed).

Correlational Value
.93**
.92**
.91**
.85**
.82**
.79**
.79**
.78**
.74**

A standard multiple regression analysis with WLEISTotal as the dependent variable and
the LPI subscales (MTW, ISV, ETH, CTP and EOA) as the independent variables was conducted
to evaluate the prediction of the emotional intelligence index from the overall leadership
practices index for Black women leaders in Fortune 500 companies. The regression equation for
predicting the overall emotional intelligence index is: Predicted Emotional Intelligence = .195
Model The Way + .001 Inspire Shared Vision - .048 Challenge the Process + .265 Enable Others
to Act - .055 Encourage the Heart + 1.099
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The proportion of the variance in the emotional intelligence variable explained by the
leadership practices subscale variables (R2) was 35.4%. Two of the five partial correlations
would be significant at p < .01, LPIMTW and LPIEOA. The partial correlations are reported in
Table 38 below. Using the assumption that p < .01, then the LPIMTW and the LPIOEA variables
explain 8.6% and 8.1% respectively of the variance with regard to the Emotional Intelligence
scale.
Table 37
Standard Multiple Regression on the Dependent Variable WLEISTotal for Fortune 500 Companies
Model

Unstandardized
Coefficients
B

1

Std.
Error

Standardized
Coefficients

t

Sig.

Beta

Correlations

Collinearity
Statistics

Zero- Partial Part Tolerance
order

VIF

(Constant)

1.099

.859

1.279 .211

LPIMTW

.195

.099

.443 1.969 .059

.512

.343 .294

.440 2.270

LPIISV

.001

.079

.004

.012 .991

.279

.002 .002

.204 4.902

LPICTP

-.048

.078

-.175 -.615 .543

.256

-.113 -.092

.275 3.642

LPIEOA

.265

.139

.453 1.910 .066

.494

.334 .285

.396 2.524

-.193 -.633 .531

.276

-.117 -.095

.241 4.153

LPIETH
-.055
.087
a. Dependent Variable: WLEISTOTAL
p < .01

A standard multiple regression analysis with WLEISOEA as the dependent variable the
LPI subscales (MTW, ISV, ETH, CTP and EOA) as the independent variables was run. The
regression equation for predicting the overall emotional intelligence index is: Predicted
Emotional Intelligence for Others = .240 Model The Way - .058 Inspire Shared Vision + .019
Challenge the Process + .297 Enable Others to Act - .045 Encourage the Heart + .129
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The proportion of the variance in the emotional intelligence regarding others variable
explained by the leadership practices inventory variables (R2) was 24.5%. There was no
statistical significance found in any of the partial correlations reported in Table 38.
Table 38
Standard Multiple Regression on the Dependent Variable WLEISOEA for Fortune 500 Companies
Model

Unstandardized
Coefficients
B

Standardized
Coefficients

t

Sig.

Beta

Correlations

Collinearity
Statistics

(Constant)

.129

Std.
Error
1.416

Zero- Partial Part Tolerance
order

VIF

LPIMTW

.240

.163

.358 1.474 .151

.431

.264 .238

.440 2.270

LPIISV

-.058

.130

-.159 -.445 .660

.241

-.082 -.072

.204 4.902

LPICTP

.019

.129

.046

.151 .881

.280

.028 .024

.275 3.642

LPIEOA

.297

.229

.333 1.299 .204

.430

.234 .210

.396 2.524

-.104 -.316 .754

.263

-.059 -.051

.241 4.153

.091 .928

1

LPIETH
-.045
.143
a. Dependent Variable: WLEISOEA
p < .01

A standard multiple regression analysis with WLEISROE as the dependent variable the
LPI subscales (MTW, ISV, ETH, CTP and EOA) as the independent variables was run. The
regression equation for predicting the overall emotional intelligence index is: Predicted
Regulation of Emotion = .300 Model The Way - .056 Inspire Shared Vision - .149 Challenge the
Process + .376 Enable Others to Act - .026 Encourage the Heart + .051
The proportion of the variance in the dependent variable explained by the independent
variables (R2) was 27.6%. There was no statistical significance found in any of the partial
correlations reported in Table 39.
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Table 39
Standard Multiple Regression on the Dependent Variable WLEISROE for Fortune 500 Companies
Model

Unstandardized
Coefficients
B

1

Standardized
Coefficients

(Constant)

.051

Std.
Error
1.391

LPIMTW

.300

.160

LPIISV

-.056

.128

-.154

LPICTP

-.149

LPIEOA

.376

t

Sig.

Beta

Correlations
Zero- Partial
order

Collinearity
Statistics

Part

Tolerance VIF

.037 .971
.361

.328

.296

.440 2.270

-.440 .663

.068

-.081

-.070

.204 4.902

.127

-.354 -1.175 .249

.031

-.213

-.186

.275 3.642

.225

.420 1.675 .105

.341

.297

.265

.396 2.524

.119

-.034

-.029

.241 4.153

LPIETH
-.026
.140
a. Dependent Variable: WLEISROE
p < .01

.446 1.873 .071

-.059

-.183 .856

Results for Non Fortune 500 Companies
While the target audience for this study was Black women leaders in Fortune 500
companies responses were received from Black women leaders in non Fortune 500 companies.
The descriptive statistics are presented, followed by a presentation of the inferential statistics
used for Black women leaders in non Fortune 500 companies.
The Profile of Black Women Leaders in Non Fortune 500 Companies
The majority of the respondents not from Fortune 500 companies were referred by
members of Alpha Kappa Alpha Sorority, Inc. (AKA). Representation from three of the four
historically Black sororities (68.5%) was present for the sample of non Fortune 500 companies.
Black women in not in Fortune 500 companies who participated in this study were from 25
states, representing more than 9 industries. The highest level attained by respondents in this
group was that of Chief Executive Officer (2.4%). Their tenure in a leadership position was
longer than those who worked in a Fortune 500 company at 25.8% for 10+ years.
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Table 40 to Table 52 shows the demographics for each of the independent variables.
Table 40 reports the frequencies and percentages associated with race as reported by respondents
who did not work in a Fortune 500 company. Despite communication efforts for Black or
African American respondents participation in the overall study; there were 4 other racial groups
represented (e.g. 1 – Asian, 2 – More than 1 Race; 1 – Native Hawaiian or Other Pacific
Islander).
Table 40
Demographics Reported by Race for Non Fortune 500 Companies
Frequency

Percent

Valid Percent

1

.8

.8

Cumulative
Percent
.8

120

96.8

96.8

97.6

Native Hawaiian Or Other
Pacific Islander

1

.8

.8

98.4

More Than 1 Race

2

1.6

1.6

100.0

124

100.0

100.0

Asian
Black Or African American
Valid

Total

Table 41 reports the frequencies and percentages on the demographic variable
experience. Of the respondents who answered this question, 60.5% of them reported that they
were currently in a leadership position.
Table 41
Demographics Reported by Experience for Non Fortune 500 Companies

Valid
Missing
Total

Yes
No
Total
System

Frequency

Percent

Valid Percent

75
44
119
5
124

60.5
35.5
96.0
4.0
100.0

63.0
37.0
100.0

Cumulative
Percent
63.0
100.0
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Table 42 shows the frequencies and percentages of respondents who provided their
current position title though they did not work in a Fortune 500 company. Of those respondents,
5.2% were in a Vice President role or above with 54.3% in some other position that was self
reported (e.g. Senior Engineer or Site Coordinator). Ten of the respondents opted not to provide
a response to this item while 15.5% indicated their current position to be at the Director and
Senior Director levels.
Table 42
Demographics Reported by Current Position Title for Non Fortune 500 Companies

Valid

Missing
Total

Frequency

Valid Percent

Chief Executive Officer
Vice President
Senior Director
Director
Manager

3
3
2
16
19

2.6
2.6
1.7
13.8
16.4

Other
I Prefer Not To Answer
Total
System

63
10
116
8
124

54.3
8.6
100.0

Cumulative
Percent
2.6
5.2
6.9
20.7
37.1
91.4
100.0

Table 43 reports the frequencies and percentages for the length of time respondents have
been in a leadership position. As compared to those in Fortune 500 companies, 31.4% of
respondents not in Fortune 500 companies have held a leadership position for 10+ years. The
largest percentages that have held a leadership positions was 3 years or less (41.2%).
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Table 43
Demographics Reported by Length in Leadership Position for Non Fortune 500 Companies

Valid

Missing
Total

Frequency

Valid Percent

Less Than 1 Year
1 – 3 Years
4 – 6 Years
7 – 9 Years

20
22
19
9

19.6
21.6
18.6
8.8

Cumulative
Percent
19.6
41.2
59.8
68.6

10+ Years

32

31.4

100.0

102
22
124

100.0

Total
System

Table 44 reports the frequencies and percentages of the respondents who do not work in a
Fortune 500 company and their length in their current position. Conversely to the length held in a
leadership position, respondents have been in their current role for 3 years or less (47.7%) while
27% have been in their role for 10+ years.
Table 44
Demographics Reported by Length in Current Position for Non Fortune 500 Companies

Valid

Missing
Total

Less Than 1 Year
1 - 3 Years
4 - 6 Years
7 - 9 Years
10+ Years
Total
System

Frequency

Valid Percent

21
32
19
9
30
111
13
124

18.9
28.8
17.1
8.1
27.0
100.0

Cumulative
Percent
18.9
47.7
64.9
73.0
100.0
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Table 45 reports the frequencies and percentages for respondents who do not work in a
Fortune 500 company and their participation in a leadership development program. As compared
to those who currently work in a Fortune 500 company, the percentage of participation was about
the same, 71.4% versus 74% respectively.
Table 45
Demographics Reported by Leadership Development Program Participation for Non Fortune
500 Companies

Valid
Missing
Total

Yes
No
Total
System

Frequency
85
34
119
5
124

Valid Percent
71.4
28.6
100.0

Cumulative Percent
71.4
100.0

Table 46 reports the frequencies and percentages for the respondents who did not work at
a Fortune 500 company. There was a total of 59% of respondents who indicated that they
belonged to the sorority, Alpha Kappa Alpha Sorority, Inc. (AKA). This percentage was greater
than those who worked in Fortune 500 companies. The second largest group indicated their
membership with Delta Sigma Theta Sorority, Inc. (DST). There was no representation from
Sigma Gamma Rho Sorority, Inc. (SGR) and only 1 from Zeta Phi Beta Sorority, Inc.
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Table 46
Demographics Reported by Organizational Membership Affiliation for Non Fortune 500
Companies

Valid

Missing
Total

AKA
DST
ZPB
SGR
OTHER
NONE
Total
System

Frequency
72
42
1
0
1
6
122
2
124

Valid Percent
59.0
34.4
.8
0.0
.8
4.9
100.0

Cumulative Percent
59.0
93.4
94.3
94.3
95.1
100.0

Table 47 shows the frequencies and percentages of participants who do not work at a
Fortune 500 company and their age categories. The age range was wide (89.8%), which was
similar to those who worked in Fortune 500 companies. The age range was 25 to 54.
Table 47
Demographics Reported by Age for Non Fortune 500 Companies

Valid

Missing
Total

Under 25
25 To 54
55 To 64
65+
Total
System

Frequency
1
60
19
8
88
36
124

Valid Percent
1.1
68.2
21.6
9.1
100.0

Cumulative Percent
1.1
69.3
90.9
100.0

Table 48 reports the frequencies and percentages of the respondents who do not work in
Fortune 500 companies and their marital status. The largest groups identified were those now
married (45.5%) and those never married (33.0%). Combining the data for widowed, divorced
and separated participants yielded only a 21.6% of respondents.
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Table 48
Demographics Reported by Marital Status for Non Fortune 500 Companies

Valid

Missing
Total

Now Married
Widowed
Divorced
Separated
Never Married
Total
System

Frequency
40
5
10
4
29
88
36
124

Valid Percent
Cumulative Percent
45.5
45.5
5.7
51.1
11.4
62.5
4.5
67.0
33.0
100.0
100.0

Table 49 reports the frequencies and percentages of respondents who do not work in
Fortune 500 companies and their education level. The participants, with one exception, had at
minimum a Bachelor’s degree. The total education level included the terminal or doctorate
degree. None of the respondents had an Associate’s degree. The overall combined education
level for a Bachelor’s degree or higher was 98.8%.
Table 49
Demographics Reported by Education for Non Fortune 500 Companies

Valid

Missing

1 Or More Years Of College,
No Degree
Associate’s Degree
Bachelor's Degree
Master's Degree
Professional Degree
Doctorate Degree
Total
System
Total

Frequency

Valid Percent

1

1.2

0
22
54
3
7
87
37
124

0.0
25.3
62.1
3.4
8.0
100.0

Cumulative
Percent
1.2
1.2
26.5
88.6
92.0
100.0
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Table 50 shows the frequencies and percentages of the respondents who do not work in a
Fortune 500 company and their income level. Salary levels of participants within this group are
skewed toward the higher income levels presented but the distribution remains fairly consistent
beginning with the $50,000 to $75,000 level (27.6%). The highest income level reported by
participants was above $100,000.
Table 50
Demographics Reported by Income for Non Fortune 500 Companies

Valid

Missing
Total

Frequency

Valid Percent

7
24
24
32
87
37
124

8.0
27.6
27.6
36.8
100.0

BELOW $50,000
$50,000 TO $75,000
$75,000 TO $100,000
ABOVE $100,000
Total
System

Cumulative
Percent
8.0
35.6
63.2
100.0

Table 51 reports the frequencies and percentages of respondents who do not work in
Fortune 500 companies and their number of children. The percentage of respondents who had no
children was 40.9% while 55.7% had 1 to 4 children. Only 3.4% of the respondents had a
minimum of 5 children.
Table 51
Demographics Reported by Number of Children for Non Fortune 500 Companies
Frequency

Valid

Missing
Total

NONE
1-4
5-9
10+
Total
System

36
49
3
0
88
36
124

Valid Percent
40.9
55.7
3.4
0.0
100.0

Cumulative Percent
40.9
96.6
100.0
100.0
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Table 52 reports the frequencies and percentages of respondents who do not work in
Fortune 500 companies and the age at which they began working for wages, wageage. The
majority of respondents began work within the legal age limits of 16 – 19 (53.7%); yet 30% of
respondents began working prior to that time. There were two respondents who did not begin
working until they were age 24+.
Table 52
Demographics Reported by Wage Age for Non Fortune 500 Companies

Valid

Missing

Under 12
12 - 15
16 - 19
20 - 23
24+
Total
No Response
913

Total

Frequency
1
23
43
11
2
80
43
1
124

Valid Percent Cumulative Percent
1.2
1.2
28.8
30.0
53.7
83.7
13.8
97.5
2.5
100.0
100.0

Table 53 reports the frequencies and percentages of participants who do not work in
Fortune 500 companies and their length of time in the labor force, tenure. The greatest frequency
of participation in the labor force was found in the group categorized as 10+ years (96.5%).
There were no respondents who had participated in the labor force for less than 1 year or for the
time period of 4 to 6 years.
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Table 53
Demographics Reported by Length of Time in the Labor Force (Tenure) for Non Fortune 500
Companies
Frequency

Valid

Missing
Total

< 1 Year
2 - 3 Years
4 – 6 Years
7 - 9 Years
10+ Years
Total
System

0
2
0
1
83
86
38
124

Valid Percent
0.0
2.3
0.0
1.2
96.5
100.0

Cumulative Percent
0.0
2.3
2.3
3.5
100.0

The Self-Efficacy of Black Women in Leadership Positions in non-Fortune 500 companies
A one-way analysis of variance was conducted to evaluate the relationship between age,
experience and tenure and the dependent variable, general self-efficacy (GSE). Tables 54, 55 and
56 show the results of the ANOVA for each of the independent variables. There was no
statistical significance found for either of the ANOVAs.
The independent variable, age, included 4 groups: group 1 – “under 25”, group 2 – “25 to
54”, group 3 – “55 to 64” and group 4 – “65+”. The dependent variable was the level of general
self-efficacy beliefs as indicated by respondents. The ANOVA was not significant, F(3, 79) =
1.44, p = .24 based on a p < .05. The strength of relationship between age and general selfefficacy for non-Fortune 500 companies, as assessed by 2, was weak, with the age variable
accounting for less than 5% of the general self-efficacy. Follow-up tests were not conducted as
the overall F statistic was not significant. The results of the one-way analysis of variance for age
are shown in Table 54.
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Table 54
Analysis of Variance of General Self-Efficacy based on Age for Non Fortune 500 Companies
Dependent Variable: GSETOTAL
Source
Type III Sum
df Mean Square
F
of Squares
Corrected
.496a
3
.165
1.442
Model
Intercept
153.267
1
153.267 1337.152
AGE
.496
3
.165
1.442
Error
9.055
79
.115
Total
1024.824
83
Corrected Total
9.551
82
a. R Squared = .052 (Adjusted R Squared = .016)
p < .05

Sig.
.237

Partial Eta
Squared
.052

.000
.237

.944
.052

The independent variable, experience, included 2 groups: group 1 – “yes”, group 2 –
“no”. The dependent variable was the level of general self-efficacy beliefs as indicated by
respondents. The ANOVA was not significant, F(1, 85) = .444, p = .51 based on a p < .05. The
strength of relationship between experience and general self-efficacy for non Fortune 500
companies, as assessed by 2, was weak, with the age variable accounting for less than 1% of the
general self-efficacy. The test of homogeneity of variance was significant, p = .01. The result of
the homogeneity test could imply that there are differences in the population variance; however,
the sample size of some groups may contribute to a lack of power associated with the test.
Follow-up tests were not conducted as the overall F statistic was not significant. The results of
the one-way analysis of variance for experience are shown in Table 55.
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Table 55
Analysis of Variance of General Self-Efficacy based on Experience for Non Fortune 500
Companies
Dependent Variable: GSETOTAL
Source
Type III Sum
df Mean Square
F
of Squares
Corrected
.049a
1
.049
.444
Model
Intercept
718.044
1
718.044 6466.871
EXPERIENCE
.049
1
.049
.444
Error
9.438
85
.111
Total
1070.964
87
Corrected Total
9.487
86
a. R Squared = .005 (Adjusted R Squared = -.007)

Sig.
.507

Partial Eta
Squared
.005

.000
.507

.987
.005

The independent variable, tenure, included 5 groups: group 1 – “< 1 year”, group 2 – “2
to 3 years”, group 3 – “4 to 6 years”, group 4 – “7 to 9 years” and group 5 – “10+ years”. The
dependent variable was the level of general self-efficacy beliefs as indicated by respondents. The
ANOVA was not significant, F(2, 78) = .062, p = .94 based on a p < .05. The strength of
relationship between age and general self-efficacy for non-Fortune 500 companies, as assessed
by 2, was weak, with the age variable accounting for less than 1% of the general self-efficacy.
Follow-up tests were not conducted as the overall F statistic was not significant. The results of
the one-way analysis of variance for tenure are shown in Table 56.
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Table 56
Analysis of Variance of General Self-Efficacy based on Tenure for Non Fortune 500 Companies
Dependent Variable: GSETOTAL
Source
Type III Sum
df Mean Square
of Squares
Corrected
.015a
2
.008
Model
Intercept
73.535
1
73.535
TENURE
.015
2
.008
Error
9.456
78
.121
Total
1000.244
81
Corrected Total
9.471
80
a. R Squared = .002 (Adjusted R Squared = -.024)

F

Sig.

.062

.940

Partial Eta
Squared
.002

606.577
.062

.000
.940

.886
.002

Table 57 shows the descriptive statistics for the correlational analysis conducted on the
dependent variable, general self-efficacy or GSE. Of the 124 possible responses to these
questions, 71% of the respondents provided information to address the questions related to the
general self-efficacy scale items. On a scale of 1 to 4, the participants answered by no more than
.58 standards deviations away from the mean.
Table 57
Descriptive Statistics for the Correlation on the Dependent Variable – General Self-Efficacy
(GSE) for Non Fortune 500 Companies

GSE_1
GSE_2
GSE_3
GSE_4
GSE_5
GSE_6
GSE_7
GSE_8
GSE_9
GSE_10
GSETOTAL

Mean
3.51
3.16
3.43
3.53
3.58
3.67
3.56
3.50
3.52
3.54
3.50

Std. Deviation
.525
.582
.541
.524
.518
.471
.563
.547
.546
.545
.333

N
88
89
89
89
89
89
89
88
88
89
89
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Table 58 shows the correlation coefficients that were computed among the total GSE
scale and its 10 items.
Table 58
Correlations among the Items on the General Self-Efficacy Scale for Non Fortune 500 Companies
GSETOTAL GSE1 GSE2 GSE3 GSE4 GSE5 GSE6 GSE7 GSE8 GSE9 GSE10
GSETOTAL
1
**
GSE1
.68
1
**
**
GSE2
.41
.28
1
**
*
GSE3
.56
.27
.22*
1
**
**
**
GSE4
.69
.40
.06 .32
1
**
**
**
**
GSE5
.66
.36
.18 .28
.53
1
**
**
**
*
**
GSE6
.58
.39
.15 .37
.24 .32
1
**
**
**
*
GSE7
.58
.42
.04
.17 .49
.26
.18
1
**
*
**
**
**
GSE8
.58
.27
.18
.19 .38
.33
.16 .30
1
**
**
**
**
**
**
**
**
GSE9
.75
.43
.20 .34
.48
.46
.45
.35
.39
1
**
**
**
**
**
**
**
**
**
GSE10
.73
.46
.20 .33
.42
.44
.43
.34
.42
.58
1
** Correlation is significant at the 0.01 level (2-tailed).
* Correlation is significant at the 0.05 level (2-tailed).

The results of the correlational analyses presented in Table 58 show that 38 out of 56
correlations were statistically significant at the 0.01 level and were greater than or equal to .28.
There were 5 out of 56 correlations that were statistically significant at the 0.05 level and were
greater than or equal to .22. The strongest relationship presented was between the total general
self-efficacy scale and item 9 which states “if I am in trouble, I can usually think of something to
do”, with r(86) = .75, p < .001.
The correlation coefficients computed among the general self-efficacy scale presented in
Table 58 suggest that if Black women say that they are self-efficacious on most items, they
tended to state that they were also self-efficacious on other items in the scale. This was not found
to be true for item 2, “If someone opposed me, I can find means and ways to get what I want”,
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which accounted for 7 of the 11 correlations which showed no statistical significance. Items 3
(“It is easy for me to stick to my aims and accomplish my goals”) and 6 (“I can solve most
problems if I invest the necessary effort”) did not show statistical significance to items 7 (“I can
remain calm when facing difficulties because I can rely on my coping abilities”) and 8 (“When I
am confronted with a problem, I can usually find several solutions”).
In general, those items that were not statistically significant tended to be lower and thus
the results show that Black women in non-Fortune 500 companies may not be as self-efficacious
when faced with opposition toward achieving their goals. As there was no statistical significance
in the relationship, it is difficult to determine the most plausible relationship between those
items.
The Leadership Self-Efficacy of Black Women in Non Fortune 500 Companies
Table 59 provides the descriptive statistics for each of the leadership self-efficacy (LSE)
scales for Black women in non-Fortune 500 companies. The range of values for the LSE was 1 to
11 with 1 being “0% - Not at all confident” and 11 being “100% - Completely Confident”. The
mean averages indicate that the respondents were on average 80% confident in their ability to
perform tasks as presented in the 12 items that generate the scale and subscales. The first four
items of the LSE scale are what derive the Direction setting (LSED) subscale. A sample item for
this subscale states “I can figure out the best direction for where my unit needs to go in the
future.” Items 5 to 8 define the Commitment (LSEC) subscale. A sample item from LSEC states
“I can gain employees’ commitment to new goals”. The Obstacles (LSEO) subscale was derived
from items 9 to 12. A sample item states “I can find the needed supporters in management to
back our change efforts”.
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Table 59
Descriptive Statistics for the Leadership Self-Efficacy (LSE) Scales for Black Women in NonFortune 500 Companies

LSED
LSEC
LSEO
LSETOTAL

Mean
9.55
9.40
9.11
9.36

SD
1.161
1.724
1.533
1.266

N
93
93
92
93

Correlation coefficients were computed among the four leadership self-efficacy scales
and subscales. The results of the correlational analyses presented in Table 60 show that six
correlations were statistically significant and were greater than or equal to .43. A p value of .01
was required for significance. The correlation between the subscales Direction setting and
Commitment was statistically significant, r(91) = .43, p < .001. The correlation between the
Direction Setting and Obstacles subscales was also significant, r(90) = .55, p < .001. The
correlation between the Direction Setting and Total LSE scale was statistically significant, r(91)
= .73, p < .001. The correlation between Commitment and Obstacles was statistically significant,
r(90) = .81, p < .001. The correlation between Commitment and the Total LSE was statistically
significant, r(91) = .88, p < .001. The strongest relationship among the variables was between the
Obstacles subscale and Total LSE, r(90) = .93, p < .001.
Table 60
Correlations among the Leadership Self-Efficacy Scale for Non Fortune 500 Companies
Direction Setting
Direction Setting (LSED)

Commitment

Obstacles

1

Commitment (LSEC)

.43**

1

Obstacles (LSEO)

.55**

.81**

1

Total (LSETotal)

.73**

.88**

.93**
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In general, the results suggest that Black women who say they are self-efficacious with
regard to leadership in one area (i.e. Direction Setting), they tend to state that they are also selfefficacious in other leadership domains. If total leadership self-efficacy is the predictor and the
subscales are the criteria, then it could be concluded that 86% of the variance of the obstacles
subscale, 77% of the Commitment subscale and 53% of the Direction Setting subscale is
accounted for by the linear relationship with total leadership self-efficacy. According to Green
and Salkind (2011), “correlation coefficients of .10, .30, and .50, irrespective of sign, are, by
convention, interpreted as small, medium, and large coefficients, respectively” (p. 259). Based
on this definition, five of the six correlation coefficients shown in Table 60 computed are large
and there is one medium coefficient.
The Difference in the Interpersonal Skills of Black Women Leaders in non Fortune 500
Companies as Measured by Emotional Intelligence and the Leadership Practices Inventory
Based on Age, Tenure and Experience
A one-way multivariate analysis of variance (MANOVA) was chosen to determine if
differences in interpersonal skills of Black women leaders in non-Fortune 500 companies existed
as measured by Wong and Law’s emotional intelligence scale (WLEIS) and the Leadership
Practices Inventory (LPI). The MANOVA was selected because there are two dependent
variables that could impact the independent variables age, tenure and experience. Table 61
provides the means and standard deviations for the emotional intelligence and leadership practice
inventory scales.

114

Table 61
Means and Standard Deviations on the Dependent Variables Based on Age for Non Fortune 500
Companies
WLEISTOTAL
Age
Under 25
25 to 54
55 to 64
65+
Total

M
4.31
4.27
4.31
4.13
4.27

SD
0.39
0.45
0.63
0.42

LPITOTAL
M
8.47
8.34
8.95
8.64
8.50

SD
1.05
0.72
1.47
1.04

The test for homogeneity of variance is not significant, F(6, 2264) = 1.33, p = .24. This
may be resultant from a small sample size and a lack of power (Green & Salkind, 2011). No
significant differences were found among the different age categories on the dependent
measures, Wilks’  = .92, F(6, 158) = 1.14, p = .34; p < .05. The multivariate 2 based on Wilks’
 was small, 2 = .04. The multivariate 2 indicates that 4% of the multivariate variance of the
dependent variables, Emotional Intelligence and Leadership Practices, is associated with the age
factor.
Analysis of variance (ANOVA) on the dependent variables was conducted as follow-up
tests to the MANOVA. Each ANOVA was tested at the .05 level. The ANOVA on the total
emotional intelligence scale (WLEISTotal) was not significant, F(3, 80) = .29, p = .84, 2 = .01.
The ANOVA on the leadership practices inventory (LPITotal) was not significant, F(3, 80) =
1.66, p = .18, 2 = .06. Table 62 provides the details for this analysis.
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Table 62
Multiple Analysis of Variance of WLEIS and LPI on Age for Non Fortune 500 Companies
Source

Dependent
Variable

Corrected
Model

WLEISTOTAL
LPITOTAL
WLEISTOTAL
LPITOTAL
WLEISTOTAL
LPITOTAL
WLEISTOTAL
LPITOTAL
WLEISTOTAL
LPITOTAL
WLEISTOTAL

Intercept
AGE
Error
Total

Type III
Sum of
Squares
.158a
5.216b
238.369
973.739
.158
5.216
14.746
83.937
1543.361
6158.557
14.904

df

3
3
1
1
3
3
80
80
84
84
83

Mean
Square

F

.053
.285
1.739
1.657
238.369 1293.206
973.739 928.070
.053
.285
1.739
1.657
.184
1.049

Sig. Partial Eta
Squared
.836
.183
.000
.000
.836
.183

.011
.059
.942
.921
.011
.059

Corrected
Total
LPITOTAL
89.153
83
a. R Squared = .011 (Adjusted R Squared = -.027)
b. R Squared = .059 (Adjusted R Squared = .023)
Table 63 provides the means and standard deviations for the tenure variable. Three
groups were included in the analysis of the tenure variable. Group 4, “7 – 9 years”, had fewer
than two cases and thus limited the analysis that could be performed.
Table 63
Means and Standard Deviations on the Dependent Variables Based on Tenure for Non Fortune
500 Companies

Tenure
2 – 3 years
7 – 9 years
10+ years
Total

WLEISTOTAL
M
SD
4.34
0.04
3.69
4.27
0.43
4.26
0.43

LPITOTAL
M
8.58
9.33
8.49
8.50

SD
0.17
1.06
1.04
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No significant differences were found among the different tenure categories on the
dependent measures, Wilks’  = .94, F(4, 156) = 1.14, p = .34; p < .05. The multivariate 2
based on Wilks’  was small, 2 = .03. The multivariate 2 indicates that 3% of the multivariate
variance of the dependent variables, Emotional Intelligence and Leadership Practices, is
associated with the tenure factor.
Analysis of variance (ANOVA) on the dependent variables was conducted as follow-up
tests to the MANOVA. Each ANOVA was tested at the .05 level. The ANOVA on the total
emotional intelligence scale (WLEISTotal) was not significant, F(2, 79) = .95, p = .39, 2 = .02.
The ANOVA on the leadership practices inventory (LPITotal) was not significant, F(2, 79) =
.33, p = .72, 2 = .01. Table 64 provides the details for this analysis.
Table 64
Multiple Analysis of Variance of WLEIS and LPI on Tenure for Non Fortune 500 Companies
Source

Dependent
Variable

Corrected
Model

WLEISTOTAL
LPITOTAL
WLEISTOTAL
LPITOTAL
WLEISTOTAL
LPITOTAL
WLEISTOTAL
LPITOTAL
WLEISTOTAL
LPITOTAL
WLEISTOTAL

Intercept
TENURE
Error
Total

Type III
Sum of
Squares
.348a
.717b
100.033
460.961
.348
.717
14.426
87.251
1506.041
6015.139
14.774

df

2
2
1
1
2
2
79
79
82
82
81

Corrected
Total
LPITOTAL
87.968
81
a. R Squared = .024 (Adjusted R Squared = -.001)
b. R Squared = .008 (Adjusted R Squared = -.017)

Mean
Square

F

Sig.

Partial Eta
Squared

.174
.952
.359
.325
100.033 547.791
460.961 417.371
.174
.952
.359
.325
.183
1.104

.390
.724
.000
.000
.390
.724

.024
.008
.874
.841
.024
.008
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Table 65 provides the means and standard deviations for the tenure variable. Three
groups were included in the analysis of the experience variable.
Table 65
Means and Standard Deviations on the Dependent Variables Based on Experience for Non
Fortune 500 Companies
WLEISTOTAL
Experience
Yes
No
Total

M
4.28
4.19
4.26

LPITOTAL
SD
.40
.51
.43

M
8.60
8.17
8.50

SD
1.05
1.00
1.05

No significant differences were found among the different experience categories on the
dependent measures, Wilks’  = .97, F(2, 179) = 1.30, p = .28; p < .05. The multivariate 2
based on Wilks’  was small, 2 = .03. The multivariate 2 indicates that 3% of the multivariate
variance of the dependent variables, Emotional Intelligence and Leadership Practices, is
associated with the experience factor.
Analysis of variance (ANOVA) on the dependent variables was conducted as follow-up
tests to the MANOVA. Each ANOVA was tested at the .05 level. The ANOVA on the total
emotional intelligence scale (WLEISTotal) was not significant, F(1, 80) = .67, p = .42, 2 = .01.
The ANOVA on the leadership practices inventory (LPITotal) was not significant, F(1, 80) =
2.62, p = .11, 2 = .03. Table 66 provides the details for this analysis.
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Table 66
Analysis of Variance of WLEIS and LPI on Experience for Non Fortune 500 Companies
Source

Dependent
Variable

Type III
Sum of
Squares
.122a
2.819b
1085.099
4254.278
.122
2.819
14.594
85.977
1501.720
6009.168
14.715

df

Mean
Square

F

WLEISTOTAL
1
.122
.667
LPITOTAL
1
2.819
2.623
WLEISTOTAL
1 1085.099 5948.325
Intercept
LPITOTAL
1 4254.278 3958.510
WLEISTOTAL
1
.122
.667
EXPERIENCE
LPITOTAL
1
2.819
2.623
WLEISTOTAL
80
.182
Error
LPITOTAL
80
1.075
WLEISTOTAL
82
Total
LPITOTAL
82
WLEISTOTAL
81
Corrected
Total
LPITOTAL
88.796
81
a. R Squared = .008 (Adjusted R Squared = -.004)
b. R Squared = .032 (Adjusted R Squared = .020)
Corrected
Model

Sig. Partial Eta
Squared
.417
.109
.000
.000
.417
.109

.008
.032
.987
.980
.008
.032

Interpersonal Skills in Emotional Intelligence as Related to Interpersonal Skills measured
in the Leadership Practices Inventory for Black Women in Non-Fortune 500 Companies
Correlation coefficients were computed among the five emotional intelligence scales and
the six leadership practices inventory scales. The results of the correlational analyses presented
in Table 67 show that 51 of the 55 correlations were statistically significant.

Table 67
Correlations among the Emotional Intelligence and Leadership Practice Inventory Scales for Non Fortune 500 Companies
WLEISTOTAL WLEISSEO WLEISOEA WLEISUOE WLEISROE LPITOTAL LPIMTW LPIISV LPICTP LPIEOA LPIETH
WLEISTOTAL
1
**
WLEISSEO
.85
1
**
**
WLEISOEA
.68
.42
1
**
**
**
WLEISUOE
.70
.54
.31
1
**
**
**
**
WLEISROE
.78
.58
.43
.28
1
**
**
**
**
**
LPITOTAL
.47
.34
.36
.40
.34
1
**
**
**
**
**
**
LPIMTW
.50
.40
.37
.36
.39
.91
1
**
**
*
**
*
**
**
LPIISV
.39
.28
.25
.38
.27
.95
.83
1
**
**
**
*
**
**
**
LPICTP
.34
.16
.31
.35
.24
.90
.76
.87
1
**
**
**
**
**
**
**
**
**
LPIEOA
.49
.42
.43
.34
.32
.83
.77
.66
.62
1
**
**
**
**
**
**
**
**
**
**
LPIETH
.43
.30
.34
.34
.34
.88
.73
.80
.67
.75
1
** Correlation is significant at the 0.01 level (2-tailed).
* Correlation is significant at the 0.05 level (2-tailed).

1
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A standard multiple regression analysis with WLEISTotal as the dependent variable and
the LPI subscales (MTW, ISV, ETH, CTP and EOA) as the independent variables was conducted
to evaluate the prediction of the emotional intelligence index from the overall leadership
practices index for Black women leaders in non-Fortune 500 companies. The regression equation
for predicting the overall emotional intelligence index is: Predicted Emotional Intelligence = .15
Model The Way - .028 Inspire Shared Vision - .025 Challenge the Process + .107 Enable Others
to Act + .044 Encourage the Heart + 2.080
The proportion of the variance in the emotional intelligence variable explained by the
leadership practices subscale variables (R2) was 28.4%. None of the partial correlations are
statistically significant at p < .01. The partial correlations are reported in Table 68 below.
Table 68
Standard Multiple Regression on the Dependent Variable WLEISTOTAL for Non Fortune 500
Companies
Model

Unstandardized Standardized
Coefficients Coefficients
B

(Constant)
LPIMTW
1

Std.
Error
2.080
.435

t

Sig.

Beta

Correlations

Collinearity
Statistics

Zero- Partial Part Tolerance VIF
order
4.787 .000

.150

.081

.379 1.856 .067 .497

.206 .178

.220 4.545

LPIISV

-.028

.079

-.096 -.357 .722 .390

-.040 -.034

.127 7.892

LPICTP

-.025

.064

-.077 -.389 .698 .342

-.044 -.037

.233 4.299

LPIEOA

.107

.081

.229 1.321 .190 .492

.148 .127

.305 3.275

.066 .056

.259 3.857

LPIETH
.044
.075
.110
a. Dependent Variable: WLEISTOTAL

.587 .559 .429

A standard multiple regression analysis with WLEISOEA as the dependent variable and
the LPI subscales (MTW, ISV, ETH, CTP and EOA) as the independent variables was conducted
to evaluate the prediction of the emotional intelligence index from the overall leadership
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practices index for Black women leaders in non-Fortune 500 companies. The regression equation
for predicting the emotional intelligence index for others emotions is: Predicted Emotional
Intelligence Regarding Others = .115 Model The Way - .182 Inspire Shared Vision + .107
Challenge the Process + .115 Enable Others to Act + .096 Encourage the Heart + 1.911
The proportion of the variance in the emotional intelligence variable explained by the leadership
practices subscale variables (R2) was 23.0%. Only one of the partial correlations, Inspire a
Shared Vision (LPIISV), shows statistical significance at p < .01. The correlation between the
emotional intelligence regarding others and the Inspire a Shared Vision index was -.59.
Approximately 34.8% of the variance of the emotional intelligence regarding others index was
accounted for by its linear relationship with the Inspire a Shared Vision index. The partial
correlations are reported in Table 69 below.
Table 69
Standard Multiple Regression on the Dependent Variable WLEISOEA for Non Fortune 500 Companies
Model

Unstandardized
Coefficients
B

1

Standardized
Coefficients

t

Sig.

Collinearity
Statistics

(Constant)

1.911

Std.
Error
.472

LPIMTW

.115

.088

.276 1.305 .196

.367

.146 .130

.220 4.545

LPIISV

-.182

.086

-.592 -2.122 .037

.247

-.234 -.211

.127 7.892

LPICTP

.107

.070

.314 1.527 .131

.308

.170 .152

.233 4.299

LPIEOA

.115

.088

.235 1.309 .194

.426

.147 .130

.305 3.275

.228 1.167 .247

.344

.131 .116

.259 3.857

LPIETH
.096
.082
a. Dependent Variable: WLEISOEA

Beta

Correlations

Zero- Partial Part Tolerance
order

VIF

4.049 .000

A standard multiple regression analysis with WLEISROE as the dependent variable and
the LPI subscales (MTW, ISV, ETH, CTP and EOA) as the independent variables was conducted
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to evaluate the prediction of the emotional intelligence index from the regulation of emotion
index for Black women leaders in non-Fortune 500 companies. The regression equation for
predicting the regulation of emotion index for others emotions is: Predicted Regulation of
Emotions Index = .292 Model The Way - .136 Inspire Shared Vision - .007 Challenge the
Process - .033 Enable Others to Act + .159 Encourage the Heart + 1.679
The proportion of the variance in the emotional intelligence variable explained by the leadership
practices subscale variables (R2) was 17.8%. Only one of the partial correlations, Model the Way
(LPIMTW), shows statistical significance at p < .01. The correlation between regulation of
emotion and the Model the Way index was .50. Approximately 25.0% of the variance of the
regulation of emotions index was accounted for by its linear relationship with the Model the Way
index. The partial correlations are reported in Table 70 below.
Table 70
Standard Multiple Regression on the Dependent Variable WLEISROE for Non Fortune 500 Companies
Model

Unstandardized Standardized
Coefficients
Coefficients
B

1

SD

(Constant)

1.679

.688

LPIMTW

.292

.128

LPIISV

-.136

LPICTP
LPIEOA

t

Sig.

Beta

Correlations

Zero- Partial Part Tolerance VIF
order
2.441

.017

2.280

.025

.386

.125

-.314 -1.088

.280

-.007

.102

-.014

-.067

-.033

.128

-.047
.268

LPIETH
.159
.120
a. Dependent Variable: WLEISROE

Collinearity
Statistics

.499

.250

.234

.220 4.545

.272

-.122 -.112

.127 7.892

.947

.241

-.008 -.007

.233 4.299

-.255

.799

.323

-.029 -.026

.305 3.275

1.331

.187

.335

.149

.137

.259 3.857

Summary
This chapter presented the results of analyzing the data gathered in the empirical portion
of the study. The non-Fortune 500 women responded though their participation was not sought
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for this study. The next and final chapter discusses the findings and provides recommendations
for further research.

124
Chapter V
DISCUSSION

The purpose of this study was to examine the general and leadership self-efficacy beliefs
of Black women in leadership positions. Black women who are highly self efficacious may
experience stereotypes that try to diminish their individual beliefs regarding their leadership
abilities; despite having strong emotional competence. Their confidence in their ability to lead
requires strong self-efficacy. Emotional intelligence contributes to their capacity to manage
challenges and barriers that they may face as they matriculate through the leadership process
within their organizations. There may be instances where their bicultural lenses, which include
gender and race, may be perceived as a detriment to their success; yet, their bicultural lenses
should be the guiding force toward their success. Black women leaders may have competencies
that are divergent from the mainstream.
Social cognitive career theory (SCCT) was the theoretical construct used to guide this
study. SCCT highlights relatively dynamic and situation-specific features of the self-system
(Lent, Brown & Hackett, 2002). It provides the framework to explain the complexities or
influences that person, environment, and behavioral factors can have on an individual’s interests,
choice or performance in their career development process.
The environmental factor was a concern when this study was initiated. The results of the
study did not specifically measure aspects of the environment itself; however, the results from
the individual perceptions and participation of Black women leaders of their self-efficacy beliefs
revealed that they are confident leaders who are impacting and influencing their subordinates.
They are regulating the emotions of their subordinates as shown in the Emotional Intelligence,
Others Emotion Appraisal subscales, and Modeling the Way for others in the Leadership
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Practices Inventory; yet the direct effect of these results on the environment through their
subordinate behaviors was not measured in this study but could be a solid base for future
research.
Internalization contributes to the SCCT framework. Identity is said to contribute to the
positive behaviors and attitudes of individuals, and their self-esteem. As self-efficacy is directly
related to self-esteem then identity also contributes to self-efficacy (Pyant &Yanico, 1991;
Phinney & Chavira, 1992; Wesley & Scoloveno, 2005). The connectivity of identity to selfefficacy is important because it has the potential to connect the individual belief system to
performance capability and organizational culture. It also can possibly contribute to Black
women perception of their racial identity.
Organizational culture is synonymous to individual self-concept, or a sense of identity
(Beer, 1980). The organizational identity is dependent upon the diverse perspectives brought to
work by employees through their engagement, their values and belief systems. The behaviors
exhibited in the culture will determine goal attainment and effectiveness (French & Bell, 1984).
If an individual belief or value system does not appear aligned with the organizational culture
that is demonstrated, then she may adopt or internalize a belief system that is assimilative to the
culture rather than serve as the token representative of her group.
Representation of a particular group is believed to determine and influence the level of
power that individuals in the group believe that they have. If the Black woman has aspirations
for a leadership or management level position and the organizational structure is not supportive
of this aspiration, then the self-efficacy belief of the Black woman as it relates to leadership roles
may be thwarted. Thus, any perceived power, inherent or otherwise, held by the Black woman,
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may become a coping mechanism for occupational endurance (Guttentag & Second, 1983) rather
than adaptation to the organizational efficacy or identity.
Research Question 1: What is the profile of Black women in Fortune 500 companies?
Black women in Fortune 500 companies who participated in this study were from 28
states, representing more than 30 companies. There were 23 position titles referenced, the highest
level attained was that of Vice President. The average time in the leadership position for Black
women in this study was between 2 and 6 years. Some of the key characteristics of Black
females who were successful within leadership roles in Fortune 500 companies were that they:


had been in their current roles for 1-3 years;



had participated in some type of leadership development program;



began working prior (wageage) to age 19;



were ages 25 to 54; and



held a bachelor’s degree and higher.

This information suggests that college education, leadership development training, and
experience in the workplace contributes to Black women’s success in leadership roles in Fortune
500 companies. The age range is wide; however, it reveals that this particular generation of
Black women does have the ability to lead successfully in the workplace if given the opportunity.
Other contributing factors were also instrumental in the success of some respondents.
These factors included:


33.3% who held a leadership position for 1–3 years;



91.4% who had 10+ years of general work experience (tenure);



51.4% who had never been married; and



60% who did not have children.
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This study cannot determine if it is good or bad for a woman not to have been married nor have
children to be successful. A significant portion of these Black females may suggest that marriage
and children may be a detriment to their leadership success. While this study cannot determine if
having children serves as a detriment to success, research suggests that self-efficacy may
influence the desire for children (Pyant & Yanico, 1991). A result of their success is revealed in
an income of over $100,000 for 60% of the respondents.
The Black women leaders’ history in this study is consistent with the historical work
patterns of Black women in general. This generation of Black women leaders (35.3%) began
working in the labor force between the ages of 12 and 15, which is 1 – 4 years before the
federally approved age of 16. This indicates that these Black women leaders have been in the
workforce for more than 50 years and yet inequities persist to their advancement within Fortune
500 companies.
The results suggest that leadership development programs have little to no effect on
Black women’s overall success whether within Fortune 500 companies or not. Those who
participated in a leadership development program in non Fortune 500 companies had higher
levels of participation than those in the Fortune 500 companies. Leadership development
programs are often the impetus for advancement, yet Black women leaders in Fortune 500
companies have less participation than those in non Fortune 500 companies. This may suggest
that the content of these programs are not directly correlated to success on the job or in the
specific work places represented by the participants.
The Federal Glass Ceiling Commission (2004), herein referred to as Commission,
suggests that the reason for lack of representation of women in senior level management
positions is because women chose not to pursue positions of authority. Black women in this
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study appear to be pursuing positions of authority as represented by the positions they currently
hold.
Black women leaders in Fortune 500 companies were “never married” as compared to
Black women leaders in non Fortune 500 companies who responded “now married”. This may
imply that challenges of balancing work and family in a corporate environment persist (Brinson,
2006; Catalyst, 1999; Lipman-Blumen, 1992).
Organizational culture is perpetuated through generations of leaders. Succession planning
and advancement opportunity for women in general, Black women specifically, will only occur
if corporate cultures change (Freeman, 1990). The change suggested would expand the
leadership pool to include Black women and address the traditionalism and socialization brought
through perceptions, stereotypes and masculine leadership competencies and definitions
(Schwartz, 1989; Freeman, 1990; Department of Labor, 1991). If executive succession and
mobility in corporations is based on education, family background, and social class, as suggested
by Bobo and Kluegel (1993), then Black women would be at the top of the list of succession
plans based on the profile identified in this study.
Research Question 2: What is the self-efficacy of Black women who are currently in
leadership positions in Fortune 500 companies?

The general self-efficacy scale was developed to measure the sense of personal
competence for motivation and accomplishment (Scholz, Doña, Sud, & Schwarzer, 2002). The
results of this study described the personal competence for motivation and accomplishment of
Black women leaders in Fortune 500 companies. The research showed that Black women were
highly self-efficacious. As a result, Black women who opt to apply for a leadership position may
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have a predetermined strategy for success according to their level of self-efficacy (Scholz, Doña,,
Sud, & Schwarzer, 2002).
Black women leaders are also likely to perform more challenging tasks, invest more
effort, and persist through obstacles and challenges (Bandura, 1997; Scholz, Doña, Sud, &
Schwarzer, 2002) which is not fully supported through the results from the general self-efficacy
scales found in this study. For example, Black women leaders believe that they can solve most
problems by investing the necessary effort (GSE6); however, when troubling situations present
themselves they may not be able to think of what to do. The converse of this statement is also
true. Additionally, as Black women leaders rely on their coping abilities (GSE7) during difficult
situations and are able to remain calm, their belief about their ability to find solutions decreases
(GSE8). Thus, while Black women leaders believe they can solve most problems by investing
the necessary effort and remain calm when facing difficult situations; their beliefs about their
ability to problem solve and think critically during those times diminishes.
Personal development and accomplishment is said to be determined by the level of selfefficacy one has; low self-efficacy and low self esteem tend to mirror one another. As this study
showed high levels of self-efficacy among Black women leaders, then the expected outcome
would be that there are also high levels of self-esteem among the group. This claim cannot be
made definitively and would warrant additional research. Black women leader’s level of selfefficacy connotes a strong sense of competence and helps to guide the thought processes and
performance in decision-making, risk taking, overcoming obstacles, and other leadership skills
(Scholz, Doña, Sud, & Schwarzer, 2002).
Wesley and Scoloveno (2005) argue that self-efficacy is directly related to self-esteem,
defining self-efficacy as achievement or development of personal mastery in one’s life. Self-
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efficacy is said to be influenced by education level and occupation; as education levels increases
so does the self-efficacy of the individual. Since the Black women in this study held at minimum
a bachelor’s degree, their self-efficacy beliefs could be expected to increase as their education
levels increased.
Black women may not be as self-efficacious when looking at solving difficult problems
and resourcefulness in the face of opposition. There may also be a lack of self-efficacious
behavior as it relates to goal setting in the face of solving difficult problems. When a Black
woman is in trouble, instead of thinking of something to do; she may or may not be able to
handle the situation. Because these items were not significant, it was difficult to determine the
relationship beyond the results shown in the correlations that were not statistically significant.
The variables age, experience, and tenure did not have any impact on the general selfefficacy beliefs of Black women leaders in Fortune 500 companies. These variables were
believed to be the factors that would have the greatest impact on general self-efficacy because
older, more experienced professionals who have been in the corporate work environment for
greater lengths of time may have learned ways to cope, navigate and manage individual belief
systems through organizational structures. Thus, when no statistical significance was found for
these factors it may be that there are other factors that contribute to the general self-efficacy
beliefs for Black women, which is an area of research for further exploration.
Research Question 3: What is the leadership self-efficacy of Black women who are
currently in leadership positions in Fortune 500 companies?
Smithey and Lewis (1998) indicated that there was low participation in leadership
development for women and minorities; further widening the gap to leadership roles.
However, the women in this study responded that they did leadership development and it
did not assist them with advancement. Of particular interest for this study, was the question of
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whether or not Black women believe that they possessed the “well developed” interpersonal
skills that may be required to lead as described by Cascio & Aguinis (2005). The leadership selfefficacy scale was used to help address this question. Leadership self-efficacy (or LSE) is
defined as “a person’s belief that he or she can exercise leadership successfully and set a
direction for teamwork and build relations with followers to gain their commitment to changing
goals” (Paglis & Green, 2002, p. 216). According to Hill & Ragland (1995), leadership
aspirations and opportunities are thwarted by historical and contemporary myths. Some of the
factors contributing to this argument are external while others are inherent. External barriers to
advancement include organizational culture, stereotypes, family history and leadership skill
perceptions (Brinson, 2006; Catalyst, 1999; Lipman-Blumen, 1992). Inherent barriers or
biological predispositions for women’s ineffective leadership skills include emotionality, risk
taking resistance and irrational decision making (Lipman-Blumen, 1992).
With regards to the results of this study, the direction setting subscale of the leadership
self-efficacy scale revealed a strong level of confidence among Black women leaders in Fortune
500 companies. Black women leaders in Fortune 500 companies had high levels of confidence in
their perceived capabilities to perform leader roles (84.1%). Their greatest level of confidence
was found in the gaining commitment subscale (88.72%). The overcoming obstacles subscale
also revealed a high level of confidence with an average of 84.5% as indicated among
participants. While the direction setting subscale revealed an average level of confidence of
83.1% in their ability to set a direction for teamwork.
Thus, the perceived capability to perform leader roles by Black women is strong. Based
on this information, a few of the barriers presented can be argued against as this research shows
that Black women have high levels of confidence in their leadership capabilities related to
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decision making, problem solving, gaining commitment, and team building amidst
organizational cultural constraints, stereotypes, and perceptions. This study was not designed to
determine if the level of confidence in decision making was rational or not. Nor was it designed
to determine if the obstacles that are overcome by participants involve risk taking but rather
showed that a relationship exists between decision making and overcoming obstacles.
Research Question 4: Is there a statistically significant difference in the interpersonal skills
of Black women leaders in Fortune 500 companies as measured by emotional intelligence
based on age, tenure or experience?
Wong and Law (2002) developed a psychometrically sound measure of emotional
intelligence. Their measure has been used to support evidence of leader emotional intelligence.
The instrument was used in this study to determine the impact of age, experience and tenure on
emotional intelligence. For the Fortune 500 women, there was no statistical significance was
found among the variables. One thought was that the older generations have been more self
efficacious than the younger leaders; however, this was not the case. The results revealed that
there were no differences with regard to age, tenure, or experience on emotional intelligence.
The results for the non-Fortune 500 Black women leaders also found no statistically significant
differences with four percent of the multivariate variance accounted for by age, three percent
accounted for by tenure, and three percent accounted for by experience.
The outcome of the study indicated that Black women leaders in Fortune 500 companies
or not; younger or older; tenured or new to the workforce; have no behavioral preferences with
regard to their ability to understand, regulate, or use emotions for themselves or others. Existing
research suggested a biological predisposition to ineffective leadership skills, such as
emotionality (Lipman-Blumen, 1992). This study suggested that there is no imbalance in the
emotional leadership capability or emotional efficacy of Black women leaders. Leveraging these
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results, one may deduce that Black women leaders are not ineffective leaders based on their
emotionality. This idea is supported by Wieand (2002) when he stated “no psychological concept
has had greater influence on leadership development than emotional intelligence” (p. 33). This
study did not do a direct test of leadership skills to emotionality thus future research should
examine this idea further. We know from the results of this study that Black women reported
high self efficacy thus they may also have high leadership skills. Black women also have high
emotional intelligence and thus may also have high leadership capability.
When reviewing the Black career development literature, Dickens & Dickens (1982)
developed a four stage progressive model (Entry, Adjusting, Planned Growth and Success) that
explains the career development perspective of Blacks. These stages help provide additional
context to the results of this study for Black women and are outline here: 1) Entry – which
surmises that promotion is based on merit and office politics are not related to promotion; 2)
Adjusting – which argues that there is dissatisfaction, low self-confidence, and the visibility and
internalization of inequitable treatment; 3) Planned Growth – which indicates that Blacks have
developed a strategy on how and when to fight battles of opposition; a sense of self is also
recognized here; and 4) Success – which suggests a high sense of confidence, refinement of
interpersonal and task related skills (Thomas & Alderfer, 1989). The results of this study
suggested that Black women leaders had achieved the Success stage of Black career
development. They have refined their interpersonal skills and have a high degree of emotional
intelligence and self-efficacy.
Research Question 5: Are interpersonal skills in emotional intelligence related to
interpersonal skills as measured in the leadership practices inventory?
Emotional intelligence, as measured using the WLEIS, is a four-dimensional construct,
“comprising the ability to understand one’s own and others’ emotions, to regulate one’s
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emotions, and to use one’s emotions. This definition of EI as a set of abilities conceptually
distinguishes it from personality traits, which are behavioral preferences” (Law, Wong, & Song
2004, p. 494). The leadership practices inventory (LPI) is a five dimensional construct that
focuses on leadership as relationship and leadership development as self-development (Kouzes
& Posner, 1997). Combined, the two constructs of WLEIS and LPI give insight into the abilities
and self-development behaviors that could predict leadership outcomes.
The Black women in this study from Fortune 500 companies reported that their current
leadership behaviors are positive and directly related to their ability to understand, regulate and
use their own emotions and to understand the emotions of others. Because the relationship of the
emotional intelligence and leadership practices was positive, it showed that interpersonal skills
were influenced by emotional intelligence and leadership practices. An interpersonal skill, as
defined in this study, was the ability of an individual to relate to another individual in a manner
that transcends demographic or personal characteristics such as culture or ethnicity. Interpersonal
skills also included the ability to relate with others through written, verbal or face – to - face
communication, recognizing emotions of others, encouraging others by example, or empathizing
with individual experience or perspective. Interpersonal assimilation is expected of Black women
in the workplace; however, when are others expected to understand their emotions. This may be
a topic for future studies.
The use of emotion (WLEISUOE) subscale for emotional intelligence was the only
emotional intelligence variable that showed relationship with the leadership practices inventory
and all LPI subscales. This would indicate that individual beliefs regarding current leadership
behaviors are related to the ability to use emotions. Thus, the use of emotions can be leveraged to
drive demonstrative leadership behaviors like challenging processes, inspiring vision, and
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enabling action. Modeling the desired leadership behavior and encouraging the heart of others is
also impacted through the ability to use emotions among Black women leaders.
Regulation of emotion also showed a positive relationship with the LPI indicating that
individual beliefs regarding current leadership behaviors are related to the ability to regulate
emotion in others. This suggests that Black women leaders who are able to demonstrate or model
leadership behavior enable others to be able to act on their own emotion by providing a
leadership example.
The others’ emotion appraisal (WLEISOEA) subscale is significantly correlated with
leadership practices inventory; model the way, and challenging the process. Beliefs about current
leadership practices are related to Black women’s ability to appraise the emotions of others
through modeling leadership behaviors, shared values, and by looking at ways to improve their
organization through experimentation and risk taking. This idea negates the advancement
barriers that have been proposed against Black women as leaders (Catalyst, 1998; LipmanBlumen, 1992) and supports the idea that Black women are capable of leading.
Overall, emotional intelligence has a strong positive effect on leadership practices. Black
women leaders indicated that they were able to set the example through affirmed shared ideals
and values. Of equal importance is that Black women leaders have the ability to foster
collaborative trusting relationships and strengthen others through self-determination and
increased competence as a result of general emotional regulation (Kouzes & Posner, 1997). This
study further supports the investigation of the ability of emotion regulation as it related to
leadership practices in a workplace environment. The results also support the SCCT framework
with regard to person and behavioral inputs on performance.
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Recommendations for Future Research
The following categorization and lists of recommendations for future research were
determined from analysis of this study’s results:
1) Leadership and Career Development of Black Women Leaders
a) Although the study served as an impetus for understanding the characteristics of
Black women leaders in Fortune 500 companies, additional research is needed to
further understand the impact of self-efficacy on other Black women who have
already reached the C-suite in corporations. More specifically, follow-up studies
leveraging qualitative analytical processes such as illustrative case studies on women
such as Ursula Burns (Xerox) and/or Rosalind Brewer (Sam’s Club) would serve to
affirm or disaffirm the results that were found in this study. Such a study could also
lead to greater in depth understanding of the needs and competencies of Black women
leaders. Another way to gain an in depth understanding is to survey more Black
women in Fortune 500 companies. This study was initially limited to 10 states and
expanded to 28 states; however, if a study could be successful in surveying more
participants a better representation of beliefs could be analyzed.
b) Another concern with this research effort and subsequent studies may be that the
context and focus on Black women leaders becomes another aspect of the gender
and/or racial diversity literature and lost in the context of workforce development,
training, and organizational behavior environments for those who are making
decisions on the advancement and development opportunities of Black women within
their respective organizations.
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c) Career counselors, coaches and human resource development and human resource
management professionals should begin to think about the plausibility of varying
perception perspectives regarding existing leadership competencies, which were
founded on research primarily done with white, male populations (Savickas & Lent,
1994; Fitzgerald & Betz, 1994; Heifetz, 1994; Banks, 2006). Environmental factors
and historical socialization tactics introduced and internalized by Black women
impact their self-efficacy beliefs and could cause their continued defection from the
corporate environment which further widens the gap that already exists for advancing
and developing leaders within the organizational context. A question to consider for
would be: to what extent are the leadership competencies of Black women different
than others?
d) One area where professionals may begin to address the leadership perception gap of
Black women is to recognize the stereotypical images of Black women that might
exist. Categorizing Black women into specific images, such as “Superwoman” or
“Jezebel” (Reynolds-Dobbs, Thomas, & Harrison, 2008), may be one of the foremost
internal barriers in organizations that hinders organizational growth of “diverse”
talent into the management and leadership ranks. This study can serve as a foundation
for development of this training.
e) Black women may be perceived as not having the skills to lead though the leadership
skills exist but does not manifest themselves in a manner that is acceptable within
mainstream organizations. Leadership styles vary between and among groups.
Compounding this fact is the addition of other factors such as race, gender, or both. A
study examining the leadership styles between and among groups might serve to
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address this area and lend to greater understanding of the inherent behaviors and
characteristics of Black women in corporate environments.
f) Advancement opportunity to leadership positions within the organization is just as
important as the entry movement that initially opened the doors to a corporate job for
Black women;
2) Organizational Efficacy and Leadership Identity of Black Women Leaders
a) In addition to educating existing employee structures around stereotypes and images
of Black women that might persist within the organizational context, companies
might also want to do an environmental scan or self-examination to determine what
their organizational efficacy is as it relates to specific groups. This type of research
would then lend itself to a comparative study on the similarities of organizational
efficacy to individual self-efficacy beliefs. It may also help organizations discover
and uncover barriers that may persist within the culture which could serve as an
underlying impairment to advancement or development of individuals from various
groups. If the organizational efficacy doesn’t support an environment conducive to
self-development and/or cultural change, if warranted, it may be that women in
general, Black women, specifically continue to face obstacles to seat acquisition in
corporate boardrooms and structures.
b) Beyond looking at just the Fortune 500 companies, future studies could address the
issue of gender economic empowerment of a sample of Black women small business
owners or entrepreneurs. Some of the main questions that could be targeted would be
with regard to self-development of themselves and those within their organization.
More specifically, future research could target the development of self-efficacious
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behavior amidst varying environments of different generations including Generation
X, Generation Y, and Millenials.
c) Tessema, Sauers, Bjorke and Ready (2012) recently conducted a study regarding
unionization. One of the findings was that minorities and women benefit more from
unionization. As it relates to this study, the idea proposed is based on the idea that
minorities and women are often underrepresented in organizational hierarchy and
their sense of belonging and loyalty is to their group and not themselves in these
instances. Why? This would be a good question to begin to seek out a more definitive
answer. More specifically, it might add to the general human resource development
and organizational development knowledge base regarding the relationship, if one
exists, of individual and organizational self-efficacy and union participation.
d) Further research is also suggested as it relates to the interpersonal skills that Black
women use to influence and develop others in the workplace. Understanding the
emotional intelligence of self provides a foundation from which a framework of
understanding the emotions and individual development of others can be built.
Following an understanding of the leadership styles and characteristics, a study that
examines how the styles and characteristics are demonstrated would advance the
knowledge base. Black women tend to have a perception of not being supportive of
other Black women in the workplace; however, their leadership advancement is
hindered if they are perceived as not enhancing their peers regardless of color (Bell &
Nkomo, 2001).
e) Black women in leadership positions throughout the organizational hierarchy may aid
in the sustainable competitive advantage for the organization;
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3) Group Dynamics and Impact of Self Efficacy Beliefs
a) It might also add to the general knowledge and understanding of self-efficacy among
Black women if the study were replicated with a focus on the Fortune 1000,
specifically companies in the rankings beginning at 501 to 1000. The proposed study
would be similar to the current study, leveraging the items/questions that are most
significant for the target population of Black women as it relates to leadership selfefficacy and adding to the profile of Black women leaders in corporate America.
b) Black women in leadership positions have great power and influence. The question is
whether or not they believe and/or know that their power is greater than its current
use state. Expert power is not to be forsaken; however, while there may be inherent
power and confidence to lead, perception may impact overall success. Title doesn’t
have to represent power; there may be an informal power that can be attained given
an environment that addresses the needs of the target population of Black women
(Banks, Collier, & Preyan, 2010).
c) A replication of this study could be completed for Black males, and other minority
groups for global leadership development initiatives (e.g. Hispanics, Asians, and
Muslim women).
In addition to recommendations for future research, Nauta, Epperson and Kahn (1998)
argued that women are still underrepresented in upper level or management positions (p. 483).
The workplace environment has shifted to require more self-reliance and increased interpersonal
skills. This is a change from the historical culture in corporations (Cummings & Huse, 1989). If
women are to persist past the dominant culture, then their ability to demonstrate self-reliant
behavior and express their interpersonal skills is imperative. If those skills cannot be
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demonstrated then there is vast opportunity for improvement beyond the legislative policies that
have been made available to minimize the disparities that exist such as equitable treatment, and
equal pay.
When opportunities are presented to address the gap in leadership for Black women in
Fortune 500 companies, it is seen as quotas or affirmative action. Diversity management
theorists argue that there needs to be shift from a focus on entry to upgrade or advancement.
Elsass and Graves (1997) stated that “researchers should begin to explore how personal
characteristics such as self-efficacy, perceptions of inequity, or functional expertise influence the
experiences of women and people of color” (p. 968). This research continued the discussion
regarding the personal characteristics, specifically self-efficacy; as it related to the experiences of
women and people of color which has led to these conclusions regarding the impact to corporate
entities, how they leverage diversity, and develop the leadership skills of Black women in the
workplace. The one specific conclusion that summarizes this research effort is that Black women
have the self-efficacy, the emotional intelligence and leadership advancement behaviors to
succeed in the Fortune 500 and Non Fortune 500 work environments.
An examination of the work environment one has to operate within might help to explain
some of the self-efficacy belief patterns as expressed through research from Lent, Brown and
Hackett (2002). When considering the four Black career development stages as described by
Dickens and Dickens (1982), stage 2 entitled adjusting, supports the notion that environment
impacts performance. The premise of the second stage of Black career development theory is
that Blacks go through a period of adjustment and often are dissatisfied with their environment
and inequity in treatment that becomes visible to them during this stage. Furthermore, the
adjustment period fosters a low sense of self ability, capability, and/or confidence which was not
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present upon entry into the environment. It is during this time that issues of inclusion and
professional identity are questioned.
Summary and Conclusions
The workforce demographic is changing and the styles used to manage the workforce
will require different strategies and tactics (Helgesen, 1990). Management behaviors are
grounded in principles of performance and expectations (Vroom, 1964). Management styles led
to fear and obligation by employees. Resultant from this was the introduction of selfmanagement strategies. These strategies were designed to target behavioral changes needed by
workplace managers (Manz, 1986). Despite the efforts, these strategies were externally defined
and personally undesired by individuals in the workplace due to external control (Pfeffer, 1994;
Kouzes & Posner, 1995).
To get away from the legalism or standards of self-management, a shift toward selfleadership occurred. The self-leadership model focused on development of the individual
through “personal meaningfulness and ownership of the individual’s governing standards”
(Manz, 1986, p. 589). With a limited number of Black women at the executive level, the sense of
ownership in governing standards may appear to be nonexistent. If the personal meaningfulness
and ownership is present, there is likely to be a perception perspective that thwarts or minimizes
advancement and development opportunities.
Self-leadership focuses on the intrinsic value while self-management focuses on “a set of
behavioral and cognitive strategies that reflect a rational view of what people ought to be doing”
(Manz, 1986, p.590). Black women in Fortune 500 companies, based on the information
presented in this study appear to know what they should be doing with regard to self leadership.
The room for improvement centers around how do Black women influence others to recognize
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that the work they are doing is strategic, introspective, thoughtful, and worthy of promotion and
advancement.
In 1987, the phrase Diversity Management was introduced and early advocates “…argued
that women and minorities no longer needed a boarding pass, they needed an upgrade” (Johnston
& Teicher, 2010, p. 40). Since women and minorities had now gained entry, they needed to
develop ways to advance their careers (Banks, 2006a). This perspective indicated a change for
women and minorities of not only entrance into an organization but also of advancement
opportunities, specifically middle management and leadership positions (Johnston & Teicher,
2010). The diversity management philosophy persists, and training, development, and
advancement opportunities for Black women are still needed.
Training and development, according to Silberman (1998), is necessary to address
knowledge, skill and ability gaps. To expand Silberman’s definition on engagement of training,
the idea is to not only to consider the person’s ability but also their capability to perform.
Training that encompasses both the interpersonal and intrapersonal aspects and addresses the
cognitive, behavioral and affective goals of a program may serve to empower individuals to
engage in their self-development, and equip them with the tools needed to operate in optimal
self-effacing behaviors.
Training programs should be categorized to help with developing the content most
relevant for the organization. The researcher would like to suggest a new program model for
developing Black women leaders for Fortune 500 companies. Program frameworks that can be
developed should include Cultural Framework, Leadership Framework, Advancement
Framework, Strategic Framework and Personality Framework or CLASP. The program model
for the CLASP would be designed to inspire organizational adoption of diverse representation at
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all leadership levels beginning with a foundational knowledge and understanding of the culture.
The program would ensure that the essence of individual identity and personality which leads to
advancement as a strategy for competitive advantage is perpetuated for all employees. Each of
these programmatic efforts would serve to build training and/or development programs based
upon empirical evidence and are customizable to the organizational needs.
Using the findings of this study, human resource development professionals have the
opportunity to enhance diversity management policies with respect to Black women, in the
workplace. They could also use this information to compare and contrast competencies of Black
women with respect to organizational policies that may need to be eliminated and/or updated.
More research should be conducted to develop a competency model across industries for
the design and development of training program for Black women leaders. Knowledge
acquisition and development opportunities that address self-efficacy beliefs and ensure that
Black women are given exposure amidst their vast career experiences may help move
organizations forward to sustainable competitive advantage. This would be in contrast to the 70 –
20 – 10 model for which training and development professionals subscribe where 70% of
individual learning development is suggested through experience, 20% exposure and 10%
education.
Black women use their ability to multi-task and manage several projects and initiatives
without the reward and/or benefits that are representative of their efforts, such as promotion.
Their counterparts, often white and male, tend to continue to advance at every turn despite their
inability to perform at the same level. Jackson, Thoits, and Taylor (1995), supported this idea
arguing that women of color had to perform under variable conditions because of the visibility of
their difference and their symbolic representation of their group. The group representation that is
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inherent in organizational cultures perpetuates diminished self-efficacy beliefs despite success
within the organization.
When organizations seek nominations for high potential talent for selective programs, the
list is limited to a homogenous group despite corporate HR efforts to ensure “diversity” within
the selective programs. When Black women choose to pursue an opportunity, they are often
given feedback regarding their inability to lead, influence or create strategy; when in essence, the
promotion of their counterpart was likely the result of the Black woman’s influence, strategic
input, and thought leadership. After enduring several instances of this type of behavior, Black
women may begin to doubt their capability, in some instances, to move beyond the
organizational restraints because of the persistent barriers and inconsistent methods that
organizations use to select those deemed as top talent or high potential talent.
The competencies that Black women display versus those that their leaders expect are
misaligned and/or misdirected; therefore serving to perpetuate hindered advancement
opportunities. If the Black woman has no expressive outlet by which to share her outrage, she
may internalize the continued concrete barriers to believe that her expert power is not valued or
warranted. This study showed that Black women who are leaders within Fortune 500 companies
are highly self-efficacious; however, it does not describe nor capture the experiences that led to
their current position or success. The list below suggests ways that minority women, specifically
Black women, can be successful in corporate America. Black women should:
1. seek high-visibility positions;
2.

avoid entering or being placed into quiet, non-visible, powerless jobs (Banks, 2006a;
Strach & Wicander, 1999);

146
3. develop an area of expertise where their competence can be judged by measurable
performance criteria, not subjective factors (i.e. Sales Directors);
4. accept positions that are not based on race or sex as their strongest asset (i.e. Director
of Diversity);
5. discontinue group representation (Strach & Wicander, 1999);
6. serve as the catalyst for organizational and social change;
7. ensure a foundation of identity;
8. lead their own development;
9. value their own ability to lead; and
10. be willing to change jobs and/or workplaces.
Efforts by Black women to achieve these goals may aid in the sustainable competitive advantage
of America’s top corporations.
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APPENDIX A
DEMOGRAPHIC ITEMS
1. Race: Please specify your race.
o American Indian or Alaska Native
o Asian
o Black or African American
o Native Hawaiian or Other Pacific Islander
o Hispanic
o White
o More than 1 race
2. Age: Select the age range that describes your current age?
o under 25
o 25 to 54
o 55 to 64
o 65+
3. Marital Status: What is your marital status?
o Now married
o Widowed
o Divorced
o Separated
o Never married
4. Education: What is the highest degree or level of school you have completed? If currently
enrolled, mark the previous grade or highest degree received.
o 1 or more years of college, no degree
o Associate degree (for example: AA, AS)
o Bachelor's degree (for example: BA, AB, BS)
o Master's degree (for example: MA, MS, MEng, MEd, MSW, MBA)
o Professional degree (for example: MD, DDS, DVM, LLB, JD)
o Doctorate degree (for example: PhD, EdD)
5. Household Income: What is your total household income?
o below $50,000
o $50,000 to $75,000
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o $75,000.01 to $100,000
o above $100,000
6. Number of Children: How many children do you have?
o None
o1-4
o5-9
o 10+
7. State: In what state do you reside?
o NY
o CA
o TX
o IL
o OH
o PA
o MI
o MN
o NJ
o VA
o Other:
o I prefer not to answer
8. Wage Age: At what age did you begin working for wages?
9. Tenure: How many years have you been a participant in the labor force?
o < 1 year
o 2 - 3 years
o 4 - 6 years
o 7 – 9 years
o 10+ years
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10. Company (Fortune 500 list): What is the name of the company for which you work? (This
information is only used to verify that your company is a Fortune 500 company. You will not be
identified with your company.)
NY

CA

TX

IL

OH

J.P. Morgan Chase & Co.

Chevron

Exxon Mobil

Walgreen

Cardinal Health

Citigroup

Hewlett-Packard

ConocoPhillips

Boeing

Kroger

Verizon
Communications

McKesson

AT&T

State Farm Insurance
Cos.

Procter & Gamble

Wells Fargo

Valero Energy

American International
Group
International Business
Machines
Pfizer
PepsiCo
MetLife
INTL FCStone
Goldman Sachs Group
Morgan Stanley
New York Life Insurance
Hess
News Corp.
TIAA-CREF
American Express
Philip Morris
International

Apple

Marathon Oil

Intel

Dell

Kraft Foods

Safeway

Sysco

Sears Holdings

Cisco Systems

Enterprise Products
Partners

Caterpillar

Walt Disney

Eaton

Ingram Micro

AMR

Deere

FirstEnergy

Google

Fluor

McDonald's

Parker Hannifin

Oracle

Tesoro

Limited Brands

DirecTV

United Continental
Holdings

Kimberly-Clark

Occidental Petroleum
Amgen
Gap
PG&E Corp.
Health Net

Alcoa

Jacobs Engineering
Group

Colgate-Palmolive
Bank of New York
Mellon Corp.

American Electric
Power

Allstate

Qualcomm

L-3 Communications

Abbott Laboratories
Plains All American
Pipeline

Travelers Cos.

Arrow Electronics

Goodyear Tire &
Rubber

Northrop Grumman

Edison International

Time Warner Cable

Nationwide

Progressive

Time Warner

Bristol-Myers Squibb

Macy's
Archer Daniels
Midland

Sherwin-Williams
Motorola Solutions

Halliburton

Fifth Third Bancorp
Exelon

United Services
Automobile Assn.

Illinois Tool Works

Owens-Illinois

J.C. Penney

Sara Lee

Baker Hughes

Baxter International

Texas Instruments

Navistar
International

Dana Holding
AK Steel Holding

Waste Management

TravelCenters of
America
KeyCorp

National Oilwell Varco

R.R. Donnelley &
Sons

Lubrizol

Dean Foods

Aon

Western Digital

Momentive Specialty
Chemicals

Southwest Airlines

Applied Materials

Owens Corning

Apache

Discover Financial
Services

URS

W.W. Grainger

Big Lots

Anadarko Petroleum

eBay

KBR

OfficeMax

Western & Southern
Financial Group

Sempra Energy

GameStop

Synnex

Tenet Healthcare

Visa

Whole Foods Market

Dover
Fortune Brands

Cliffs Natural
Resources

Smurfit-Stone

J.M. Smucker
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Loews

Gilead Sciences

CenterPoint Energy

Container

CBS

Ross Stores

Holly

Tenneco

Viacom

Dole Food

Energy Future
Holdings

Anixter International

Consolidated Edison

Broadcom
Kinder Morgan

Omnicom Group

AECOM Technology

ITT

Avery Dennison

Marsh & McLennan

Advanced Micro
Devices

Western Refining

Avon Products

Enbridge Energy
Partners
Calpine

Yahoo
Guardian Life Ins. Co. of
America

Energy Transfer Equity
Sanmina-SCI
Commercial Metals

KKR

Reliance Steel &
Aluminum

Cameron International

Icahn Enterprises
BlackRock

Spectrum Group
International

EOG Resources

Assurant

Symantec

Estée Lauder

Mattel

Henry Schein

Franklin Resources

Cablevision Systems

Pacific Life

Dr Pepper Snapple
Group

Eastman Kodak

Clorox

Group 1 Automotive

Corning

Core-Mark Holding

Targa Resources

Interpublic Group

Agilent Technologies

Spectra Energy

CIT Group

CB Richard Ellis
Group

Atmos Energy

Celanese
Frontier Oil
CC Media Holdings

McGraw-Hill

El Paso

Virgin Media

Live Nation
Entertainment

RadioShack

Jarden

Allergan

NuStar Energy

Barnes & Noble

SanDisk

D.R. Horton

Universal American

Charles Schwab

MasterCard

Levi Strauss

Starwood Hotels &
Resorts
Foot Locker
Polo Ralph Lauren
Phillips-Van Heusen
NYSE Euronext

Integrys Energy
Group
Telephone & Data
Systems
United Stationers

American Financial
Group
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PA

MI

MN
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NJ

AmerisourceBergen

General Motors

UnitedHealth Group

Comcast

Ford Motor

Target

VA

Medco Health
Solutions

Freddie Mac
General Dynamics

Johnson & Johnson
Sunoco

Dow Chemical

Best Buy

Capital One Financial
Merck

Rite Aid

Chrysler Group

Supervalu

AES
Prudential Financial

Cigna

Whirlpool

3M

Altria Group

United States Steel

Ally Financial

CHS

Honeywell
International

PNC Financial Services
Group

TRW Automotive
Holdings

U.S. Bancorp

Toys "R" Us

Dominion Resources

Medtronic

Chubb

Smithfield Foods

PPG Industries

Kellogg
General Mills
Lear

Public Service
Enterprise Group

SAIC

Aramark
H.J. Heinz

Penske Automotive
Group

Land O'Lakes

Computer Sciences

Genworth Financial

Xcel Energy

Automatic Data
Processing

Norfolk Southern

Lincoln National
DTE Energy

Ameriprise Financial

NRG Energy

Owens & Minor

Air Products &
Chemicals

Masco

C.H. Robinson
Worldwide

CarMax

PPL

Visteon

Great Atlantic &
Pacific Tea

Thrivent Financial
for Lutherans

Bed Bath & Beyond

Crown Holdings

Stryker

Campbell Soup

MeadWestvaco
Advance Auto Parts
Dollar Tree

Hershey

Autoliv

Hormel Foods

UGI

CMS Energy

Mosaic

Hertz Global
Holdings

Amerigroup

Universal Health
Services

BorgWarner

Ecolab

Becton Dickinson

NII Holdings

Auto-Owners
Insurance

St. Jude Medical

Quest Diagnostics

Gannett

Mylan

Nash-Finch
Consol Energy

Con-way

Avis Budget Group

Booz Allen Hamilton
Holding

Alliant Techsystems
SunGard Data Systems

Kelly Services

Avaya

Wesco International

Meritor

Cognizant
Technology Solutions

Erie Insurance Group

PulteGroup

Sealed Air

Dick's Sporting Goods

o Other
o I prefer not to answer
11. Position: Are you currently in a leadership position?
(A leadership position is defined as a position in which the job holder is directly supervising an
individual or group of individuals or has authority or responsibility for a particular business unit
or area of business.)
o Yes
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o No
12. Title: What is your current position title?
o Chief Executive Officer
o Executive Vice President
o Senior Vice President
o Vice President
o Senior Director
o Director
o Senior Manager
o Manager
o Other:
o I prefer not to answer
13. Experience: In what year did you begin your first leadership position?

14. Length of Leadership Experience: How long have you held a leadership position?
o less than 1 year
o 1 - 3 years
o 4 - 6 years
o 7 – 9 years
o 10+ years
15. Current Position Length: How long have you been in your current position?
o less than 1 year
o 1 - 3 years
o 4 - 6 years
o 7 – 9 years
o 10+ years
16. Training: Have you participated in a leadership development program?
o Yes
o No
17. Membership: Of which organization are you a member?
o AKA – Alpha Kappa Alpha Sorority, Inc.
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o DST – Delta Sigma Theta Sorority, Inc.
o SGR – Sigma Gamma Rho Sorority, Inc.
o ZPB – Zeta Phi Beta Sorority, Inc.
o Other:
o None
18. Organization: Which of these organizations referred you to this study?
o AKA – Alpha Kappa Alpha Sorority, Inc.
o DST – Delta Sigma Theta Sorority, Inc.
o SGR – Sigma Gamma Rho Sorority, Inc.
o ZPB – Zeta Phi Beta Sorority, Inc.
o Other:
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November 2011
Title: The Self-Efficacy Beliefs of Black Women Leaders in Fortune 500 Companies
Researcher(s):
LaTonya R. Jackson, Graduate Student
Claretha Hughes, Ph.D., Faculty Advisor
University of Arkansas
College of Education and Health Prof.
Department of RHRC
255 GRAD
Fayetteville, AR 72701-1201
479-575-2047
Compliance Contact:
Ro Windwalker, CIP
IRB Coordinator
Office of Research Compliance
210 Administration Building
University of Arkansas
Fayetteville, AR 72701
479-575-2208
irb@uark.edu
Description: The present study will investigate the extent to which self-efficacy influences the advancement potential to
leadership positions of Black females. Black women are underrepresented in leadership positions within organizations. The
purpose of this study is to examine the self-efficacy beliefs of Black women in leadership positions. The proposed study will
determine if there is any significant difference in the self-efficacy, leadership practices and emotional intelligence scores of
participants based on, tenure (length of time in a leadership position), education, age comparison and work experience (total
number of years in a leadership position).
Risks and Benefits: As Black women seek to advance to leadership positions within Fortune 500 companies, an understanding of
how self-efficacy impacts their success is needed. The benefits include contributing to the knowledge base by determining the
personal characteristics, specifically self-efficacy, of current Black women in leadership positions and its potential use by career
counselors, human resource development professionals, career coaches, and organizations to help not only Black women but also
women in general. Further, it will help to ensure that organizations are able to leverage diversity which strengthens their overall
competitive advantage. There are no anticipated risks to participating in the study.
Voluntary Participation: Your participation in the research is completely voluntary. You are free to choose not to participate, or
to stop participation at any point during the survey, without penalty.
Confidentiality: All information will be recorded anonymously. All information will be kept confidential to the extent allowed by
law and University policy.
Informed Consent: I have read the description including the purpose of the study, the procedures to be used, the confidentiality,
as well as the option to withdraw from the study at any time. My completion of the survey indicates that I freely agree to
participate. Please print or save a copy of this form for your records.
Sincerely,
LaTonya Jackson, M.Ed., Graduate Student
Candidate for Doctor of Education (Ed.D.) in Workforce Development Education
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Please rate your confidence in your ability to perform each of the following tasks. In these
questions, "unit" refers to the group of employees currently reporting to you.
Rate your confidence level by selecting one number on the 100-point probability scale. For
example, 0% reflects not at all confident, 50% reflects an intermediate level of confidence, and
100% means completely confident.
0%

10%

20%

30%

40%

Not at all
confident

1. I can
figure out the
best direction
for where my
unit needs to
go in the
future.
2. I can
identify the
most critical
areas for
making
meaningful
improvements
in my unit's
effectiveness.
3. I can
develop plans
for change
that will take
my unit in
important
new
directions.
4. I see the
path my unit
needs to take
in order to
significantly
improve our
effectiveness.
5. I can
develop
trusting
relationships

50%

60%

70%

80%

90%

Intermediate
confidence

100%
Completely
Confident

○

○

○

○

○

○

○

○

○

○

○

○

○

○

○

○

○

○

○

○

○

○

○

○

○

○

○

○

○

○

○

○

○

○

○

○

○

○

○

○

○

○

○

○

○

○

○

○

○

○

○

○

○

○

○

Copyright © 1999 L.L. Paglis. All rights reserved. Used with permission.
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with my
employees
such that they
will embrace
change goals
with me.
6. I can
obtain the
genuine
support of my
employees for
new
initiatives in
the unit.
7. I can
develop
relationships
with
my
employees
that will
motivate them
to give their
best efforts at
continuous
improvement.
8. I can gain
my
employees’
commitment
to new goals.
9. I can
figure out
ways for
overcoming
resistance to
change from
others whose
cooperation
we need to
improve
things.
10. I can
figure out
ways for my

○

○

○

○

○

○

○

○

○

○

○

○

○

○

○

○

○

○

○

○

○

○

○

○

○

○

○

○

○

○

○

○

○

○

○

○

○

○

○

○

○

○

○

○

○

○

○

○

○

○

○

○

○

○

○

Copyright © 1999 L.L. Paglis. All rights reserved. Used with permission.
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unit to solve
any policy or
Procedural
problems
hindering our
change
efforts.
11. I can
work with my
employees to
overcome any
resource
limitations
hindering our
efforts at
moving the
unit forward.
12. I can find
the needed
supporters in
management
to back our
change
efforts.
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○

○

○

○

○

○

○

○

○

○

○

○

○

○

○

○

○

○

○

○

○

○

Source Citation:
Paglis, L. L., & Green, S. G. (2002). Leadership self-efficacy and managers' motivation for
leading change. Journal of Organizational Behavior, 23, 215-235.

Copyright © 1999 L.L. Paglis. All rights reserved. Used with permission.
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Please rate yourself based on the statements provided.

1. I can always manage to
solve difficult problems if
I try hard enough.
2. If someone opposes
me, I can find means and
ways to get what I want.
3. It is easy for me to
stick to my aims and
accomplish my goals.
4. I am confident that I
could deal efficiently with
unexpected events.
5. Thanks to my
resourcefulness, I know
how to handle unforeseen
situations.
6. I can solve most
problems if I invest the
necessary effort.
7. I can remain calm
when facing difficulties
because I can rely on my
coping abilities.
8. When I am confronted
with a problem, I can
usually find several
solutions.
9. If I am in trouble, I can
usually think of something
to do.
10. No matter what comes
my way, I am usually able
to handle it.

Not at all
true (1)

Hardly
True (2)

Almost
True (3)

Very
True (4)

○

○

○

○

○

○

○

○

○

○

○

○

○

○

○

○

○

○

○

○

○

○

○

○

○

○

○

○

○

○

○

○

○

○

○

○

○

○

○

○

Source Citation:
Schwarzer, R. & Jerusalem, M. (1995). Generalized Self-Efficacy scale. In J. Weinman, S.
Wright, & M. Johnston, Measures in health psychology: A user’s portfolio. Causal and control
beliefs (pp.35-37). Windsor, UK: NFER-NELSON.
URL: http://userpage.fu-berlin.de/~health/selfscal.htm
Copyright © 1995 R. Schwarzer and M. Jerusalem. All rights reserved. Used with permission.
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Please rate your level of agreement with the statements provided.

1. I have a good sense of
why I have certain
feelings most of the time.
2. I have good
understanding of my own
emotions.
3. I really understand
what I feel.
4. I always know whether
or not I am happy.
5. I always know my
friends’ emotions from
their behavior.
6. I am a good observer of
others’ emotions.
7. I am sensitive to the
feelings and emotions of
others.
8. I have good
understanding of the
emotions of people around
me.
9. I always set goals for
myself and then try my
best to achieve them.
10. I always tell myself I
am a competent person
11. I am a self-motivating
person.
12. I would always
encourage myself to try
my best.
13. I am able to control
my temper so that I can
handle difficulties
rationally.
14. I am quite capable of
controlling my own
emotions.
15. I can always calm
down quickly when I am
very angry.

Totally
Disagree

Disagree

Neutral

Agree

Totally
Agree

○

○

○

○

○

○

○

○

○

○

○

○

○

○

○

○

○

○

○

○

○

○

○

○

○

○

○

○

○

○

○

○

○

○

○

○

○

○

○

○

○

○

○

○

○

○

○

○

○

○

○

○

○

○

○

○

○

○

○

○

○

○

○

○

○

○

○

○

○

○

○

○

○

○

○

Copyright © 2002 C.S. Wong and K.S. Law. All rights reserved. Used with permission.
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16. I have good control of
my own emotions.

○

○

○

○

○

Source Citation:
Wong, C.S. & Law, K.S. (2002). The effects of leader and follower emotional intelligence on
performance and attitude: An exploratory study. The Leadership Quarterly, 13, 243-274.

Copyright © 2002 C.S. Wong and K.S. Law. All rights reserved. Used with permission.
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Instructions: You will find thirty statements describing various leadership behaviors. Please
read each statement carefully, and using the RATING SCALE provided, ask yourself: “How
frequently do I engage in the behavior described?”








Be realistic about the extent to which you actually engage in the behavior.
Be as honest and accurate as you can be.
DO NOT answer in terms of how you typically behave on most days, on most projects,
and with most people.
Be thoughtful about your responses. For example, giving yourself 10s on all items is most
likely not an accurate description of your behavior. Similarly, giving yourself 1s and 5s is
most likely not an accurate description either. Most people will do some things more or
less often than they do other things.
If you feel that a statement does not apply to you, it’s probably because you don’t
frequently engage in the behavior. In that case, assign a rating of 3 or lower.
Every statement must have a rating.

RATING SCALE:
1

2

Almos Rarel
t
y
Never

3

4

Seldo
m

Once
in a
Whil
e

5

6

7

Occasionall Sometime Fairl
y
s
y
Ofte
n

8

9

10

Usuall
y

Very
Frequentl
y

Almos
t
Alway
s

Behavioral Statements:
1. I set a personal example of what I expect of others.
2. I talk about future trends that will influence how our works gets done.
3. I seek out challenging opportunities that test my own skills and abilities.
4. I develop cooperative relationships among the people I work with.
5. I praise people for a job well done.
6. I spend time and energy making certain that the people I work with adhere to the
principles and standards we have agreed on.
7. I describe a compelling image of what our future could be like.

Copyright © 2003 James M. Kouzes and Barry Z. Posner. All rights reserved. Used with
permission.
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8. I challenge people to try out new and innovative ways to do their work.
9. I actively listen to diverse points of view.
10. I make it a point to let people know about my confidence in their abilities.
11. I follow through on the promises and commitments that I make.
12. I appeal to others to share an exciting dream of the future.
13. I search outside the formal boundaries of my organization for innovative ways to
improve what we do.
14. I treat others with dignity and respect.
15. I make sure that people are creatively rewarded for their contributions to the
success of our projects.
16. I ask for feedback on how my actions affect other people’s performance.
17. I show others how their long-term interests can be realized by enlisting in a
common vision.
18. I ask “What can we learn?” when things don’t go as expected.
19. I support the decision that people make on their own.
20. I publicly recognize people who exemplify commitment to shared values.
21. I build consensus around a common set of values for running our organization.
22. I pain the “big picture” of what we aspire to accomplish.
23. I make certain that we set achievable goals, make concrete plans, and establish
measurable milestones for the projects and programs that we work on.
24. I give people a great deal of freedom and choice in deciding how to do their work.
25. I find ways to celebrate accomplishments.
26. I am clear about my philosophy of leadership.
27. I speak with genuine conviction about the higher meaning and purpose of our
work.
28. I experiment and take risks, even when there is a chance of failure.
Copyright © 2003 James M. Kouzes and Barry Z. Posner. All rights reserved. Used with
permission.
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29. I ensure that people grow in their jobs by learning new skills and developing
themselves.
30. I give members of the team lots of appreciation and support for their
contributions.

Copyright © 2003 James M. Kouzes and Barry Z. Posner. All rights reserved. Used with
permission.
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TABLE OF DEMOGRAPHICS FOR FOUR HISTORICALLY BLACK SORORITIES
Table 71
Demographics for Four Historically Black Sororities
Sorority Name
Alpha Kappa Alpha Sorority, Inc.
(AKA)
Delta Sigma Theta Sorority, Inc.
()
Zeta Phi Beta Sorority, Inc. (Z)
Sigma Gamma Rho Sorority, Inc.
()

Date
Founded
1/15/1908

Number of
Founders
16

1/13/1913

22

1/16/1920
11/12/1922

5
7

Website Address
www.aka1908.org
www.deltasigmatheta.o
rg
www.zphib1920.org
www.sgrho1922.org
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Table 72
Position Titles of Black Women in Fortune 500 Companies
Frequency

Valid Percent

Cumulative Percent

VICE PRESIDENT

3

6.0

6.0

6.0

DIRECTOR

7

14.0

14.0

20.0

SENIOR MANAGER

5

10.0

10.0

30.0

10

20.0

20.0

50.0

I PREFER NOT TO ANSWER

2

4.0

4.0

54.0

ACCOUNT MANAGER

3

6.0

6.0

60.0

ASSISTANT

1

2.0

2.0

62.0

ATTORNEY

1

2.0

2.0

64.0

AVP

1

2.0

2.0

66.0

1

2.0

2.0

68.0

CLAIM REPRESENTATIVE

1

2.0

2.0

70.0

DEPUTY PROGRAM MANAGER

1

2.0

2.0

72.0

HR CONSULTANT

1

2.0

2.0

74.0

N/A

1

2.0

2.0

76.0

PROJECT MANAGER

3

6.0

6.0

82.0

PROJECT TEAM LEAD

1

2.0

2.0

84.0

1

2.0

2.0

86.0

SENIOR ENGINEER

1

2.0

2.0

88.0

SENIOR IT BUSINESS ANALYST

1

2.0

2.0

90.0

SENIOR SYSTEMS ENGINEER

1

2.0

2.0

92.0

SENIOR SPECIALIST

1

2.0

2.0

94.0

SENIOR ANALYST

1

2.0

2.0

96.0

SENIOR FINANCIAL AUDITOR

1

2.0

2.0

98.0

SENIOR SYSTEM ANALYST

1

2.0

2.0

100.0

50

100.0

100.0

MANAGER

BUSINESS CATEGORY
MANAGER

Valid

Percent

SENIOR CONTRACT
ADMINISTRATOR

Total
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LATONYA R. JACKSON
E-MAIL: LRJACKS3@YAHOO.COM
CELL: (479) 799-3112

HUMAN RESOURCE DEVELOPMENT
HR INFRASTRUCTURE

■

PROCESS IMPROVEMENT

■

SYSTEMS THINKER

Skilled human resource development leader equipped with accomplished history to improve
organizational systems that perpetuate talent growth and augment company revenue results.
Instructional strategist that researches systems that facilitate individual development and enhanced
skills.
PAPERS AND PRESENTATIONS
Jackson, L. R. (2012). The self-efficacy beliefs of black women leaders in Fortune 500
companies.(Doctoral dissertation, University of Arkansas).
Jackson, L. R., & Hughes, C. (2012, March). Assessing the need to understand the self-efficacy
beliefs of Black women leaders at Fortune 500 companies: Implications for human resource
development. Paper presented at the meeting of the North American Management Society,
Chicago, IL.
Jackson, L.R. (2011, December). The self-efficacy beliefs of black women leaders in Fortune 500
companies. Poster accepted for the From Abstract to Contract event, University of Arkansas,
Fayetteville, AR.
EXPERIENCE
Aug 2011 – Present
Wal-Mart Stores, Inc.
Bentonville, AR
Programs and Processes Manager II, Talent Development Sam’s Club Division
 Manage the analysis, design, development, implementation and evaluation of the first
merchandising development curriculum which leads to strengthened supplier relationships and
improved performance from Sam's Club merchants.
 Provide leadership and development opportunities for associates through mentoring, coaching
and recognition that lead to executable individual development plans driven to improve selfawareness and enhance associate promotion opportunities.
 Collaborate across work streams to improve business efficiency and effectiveness; exercising
judgment to assign activities and supporting evaluation processes.
 Lead cross-functional projects; facilitating meetings involving project teams to analyze, plan
and implement project initiatives; reporting results and taking corrective action to improve upon
existing platforms.
 Represent the company at key internal and external events through resource group participation,
i.e. U.N.I.T.Y. Business Development Committee Chair, as needed and directed, strengthening
the company's reputation, image and partnerships with key stakeholders within the corporate
and field offices.
 Facilitate onsite and offsite individual and team development classes, i.e. MBTI, Fierce
Conversations, etc., as needed, maintaining compliance with certification requirements where
applicable.
Jan 2010 – Jul 2011
Wal-Mart Stores, Inc.
Bentonville, AR
Instructional Designer II/Senior Developer, Talent Development
 Created Talent Development (TD) Operations Systems & Process team project management
infrastructure in concert with leaders. This infrastructure enabled completion of 39 corporate
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initiatives within a 12 month period and became scalable to the larger TD organization.
Member of the TD Operations Systems & Process leadership team whose focus was on
individual associate development, communication, change management, training effectiveness
and establishing a way of working with internal and external partners.
 Lead the design, development and implementation of blended learning solutions for the U.S.
division after identifying and establishing the knowledge, skill or ability gaps to meet the needs
of approximately 1.4 million associates in approximately 4000 stores and sales revenue of
approximately $405 billion.
 Established “On the Horizon” communication process that ensured consistency and alignment
across home office and field Talent Development organizations resulting in cross collaboration
and implementation of corporate initiatives such as Pick Up Today, Electronic Product Code,
Feature Management, Store Within A Store (SWAS), Aisle Location and One Touch.
 Created vendor job descriptions to enable recruitment, selection and hiring of talent for design
and development of training content. This resulted in an established framework throughout the
Talent Development organization to meet this need and resulted in the offer and acceptance of a
permanent position by at least 1 individual.
 Directed the workflow, project prioritization and budget of professional consultants and peer
associate team which led to established vendor management processes scalable for the larger
Talent Development organization.
 Consulted and collaborated with Innovations, Execution, Logistics, HR Strategy and other
stakeholders to leverage and promote ideas, perspectives and contributions on training needs to
facilitate change management and adoption of programs and processes designed to improve
efficiency and yield cost savings to the company.
Jun 2008 – Jan 2010
Wal-Mart Stores, Inc.
Bentonville, AR
Learning Solutions Developer
 Implemented technology enabled learning interventions to enhance training effectiveness
throughout the company. This included the Learning Management System (LMS) test and
facilitation of Adobe Captivate 4.0 training for the Talent Development organization.
 Managed relationships with Innovations, and the Talent Development Technology and
Compliance teams to plan, execute and deliver enterprise wide training solutions that supported
the strategic direction of the company for 1.4 million associates in approximately 4000 stores.
 Researched and secured talent for audio and visual images to be used in training content that
supports the company brand initiative.
 Acted as a project manager, peer reviewer and performed quality assurance inspection on
incoming and outgoing course materials to ensure legal compliance and readability ease for
associates; edit and format document changes to ensure consistency in presentation to
associates.
Aug 2007 – May 2008 Tyson Foods, Inc.
Springdale, AR
Consumer Insights Intern
 Implemented and managed insights library through established process that infused consumer
insights across the organization and increased knowledge transfer within the Tyson enterprise.
 Operated in concert with consumer insights managers to plan, execute and deliver insights and
implications to internal clients.
 Managed vendors to ensure high quality, timely results within budget constraints.
 Directed quarterly budget report compilation for an annual $1.875 million budget.
 Reviewed and edited concept proposition statements to ensure alignment with brand
positioning; apply learnings on past research to maximize language acceptance among general
population.
 Trained approximately 100+ Tyson team members on insights library and acted as primary
point of contact for on boarding new team members.
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Identified and provided solutions to financial process between multiple internal systems
resulting in payments to vendors within terms of agreement.
Developed technical manuals to address frequently asked questions, and library content.

Aug 2001 – Aug 2007 University of Arkansas – Various Departments
Fayetteville, AR
Various Positions (Program Coordinator, Financial Aid Officer, Graduate Assistant)
 Lobbied Bumpers Scholarship committee members for AEAB department student funds
resulting in approximately $30,000.
 Developed effective marketing/recruiting materials for the AEAB department resulting in
increase of year over year recruitment by 15%.
 Identified and documented process to establish consistency with year to year reporting.
 Supervised and managed (ACAP, TAP and GAME) and staff of 8 residential counselors and
developed summer camp program schedule for counselors, students and faculty.
 Provided, obtained, processed, and packaged student financial aid and coordinated the
compilation of data for financial aid programs while undergoing technology transition to ISIS
as governed by federal regulation and institutional policy.
 Supervised a small-sized administrative support staff by training and making assignments.
 Identified process gaps; collaborated with technical team to create integrated electronic solution
which optimized communication and compliance with state, federal, SEC, NCAA and
institutional regulations.
 Recruited, selected, supervised and evaluated 4-6 Career Specialists. Created and monitored
schedules, developed team goals and implemented a student centered marketing strategy for the
Career Development Center.
 Coordinated program planning and development, operations, marketing and volunteer needs for
the inaugural Friday Night Live program which led to creation of a full time permanent
position.
 Allocated and managed program budget of approximately $30,000.
 Advised undergraduate students in personal and organizational goals.
 Conducted needs assessment to evaluate Friday Night Live program structure for growth and
continued improvement.
May 2000 – Aug 2001
Mutual of Omaha Insurance Company
Omaha, NE
Marketing Specialist/Associate Marketing Specialist
 Partnered with IS department to create a database that maximized time and communication with
distribution across the sales and marketing enterprise.
 Demonstrated initiative through self development to bring a product website to compliance.
 Created project log to manage distribution strategies for various product lines that was adopted
as part of team reporting process.
 Coordinated and distributed marketing materials to various distributions upon completion of
advertising review process via online ordering systems.
TECHNICAL SKILLS
SPSS, SAS, Documentum, Macromedia/Adobe (Captivate, InDesign, Illustrator, Fireworks and
Dreamweaver), Clarity PPM, Walmart AVA System, Walmart GLMS
EDUCATION
2003 –2012
University of Arkansas-Fayetteville
Doctor of Education – Workforce Development Education

Fayetteville, AR

2001 –2003
University of Arkansas-Fayetteville
Master of Education – Higher Education Leadership

Fayetteville, AR

APPENDIX N
COPY OF RESUME/VITAE
1996–2000
University of Nebraska
Bachelor of Science in Business Administration
Majors: Marketing and Finance
TRAINING, ACTIVITIES, HONORS AND
Walmart Nature of Strategic Thinking Graduate
IAML
Making
Employment
Decisions
Certificate
MBTI Certified Practitioner
Walmart ARG Connections Series Graduate
Walmart Project Management Overview Course
Walmart Home Office Project Management 101
IAML Certificate in HR and Law
Kappa Delta Pi
Academy of Human Resource Development
Reviewer

Delta Sigma Theta Sorority, Inc.
Emerging Leaders Facilitator (SIL) Spring
2002
Shades of Leadership Award
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Lincoln, NE

AWARDS

George Washington Carver Volunteer
Project Coordinator National Scholars
Program
Chancellor’s List – 2006/2007
University of Nebraska Davis Scholar
Harvard Business School Summer Venture
in Management Program
University of Nebraska Honors Program
National Dean’s List Multiple Year Award
Leadership Advancement Award
Outstanding Student Leadership Award
INROADS Greater Omaha, Inc. – Intern of
the Year

References Available Upon Request

